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EFFECTIVENESS AND STRATEGIC PLANNING 
OF VETERANS’ EMPLOYMENT AND TRAIN- 
ING SERVICE PROGRAM 


THURSDAY. JULY 29, 1999 

House of Representatives, 

Subcommittee on Oversight and Investigations, 

Committee on Veterans’ Affairs, 

Washington, DC. 

The subcommittee met, pursuant to call, at 10 a.m., in room 334 
Cannon House Office Building, Hon. Teny Everett (chairman of 
the subcommittee) presiding 

Present: Representatives Everett, Buyer, Brown, and Udall. 

Also Present: Representatives Evans and Peterson. 

OPENING STATEMENT OF CHAIRMAN EVERETT 

Mr. Everett. The hearing will come to order. Good morning. The 
Oversight Investigation Subcommittee hearing will examine the ef- 
fectiveness and stratenc planning of the Veterans’ Employment 
and Tr aining Service nogram. This is not the first time a Veter- 
ans’ Affairs subcommittee has expressed concern about the effec- 
tiveness of the Veterans’ Employment and ’Training Service. 

In May 1995, Mr. Buyer, then Chairman of the Subcommittee on 
Education, Training and Emplo^ent stated during a similar hear- 
ing: “Let me again emphasize that it is not enough just to say that 
these progreuns are in place. ’There must be a constant oversight 
and improvement of this program to be in the best interest of the 
veterans.” 

Well, here we are again, more than 4 years after expressing 
those same sentiments. VETS has long been on notice about the 
committee’s expectations. As Mr. Buyer said in 1995: “I have no in- 
terest in protectii^ present systems if they do not work effectively.” 
’The blue ribbon Congressional Committee on Servicemembers and 
Veterans ’Transition Assistance Commission — we are calling it the 
Transition Commission— conclude that based upon data provided 
by VETS, only 2 percent of veterans go to State employment serv- 
ices looking for j(ms. ’The Commission also concluded that only 12 
percent of those veterans who register with State employment serv- 
ices obtain permanent employment. If I calculate it right, that is 
one quarter of 1 percent of registered veterans who obtain perma- 
nent emplo 3 mient. ’That is just an awful placement rate. 

Furthermore, nine States were able to meet VETS’ performance 
standards while placing fewer than 10 percent of registered veter- 
ans. ’The Commission foimd this overall performance to be an inad- 

( 1 ) 
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equate return on annual costs of the program of $183 million, and 
bluntly called this emplo 3 mient and training program “a failed and 
expensive system with exorbitant overhead. 

This subcommittee wants to hear the response of the Assistant 
Secretary of Veterans Employment and Tr aining to the Commis- 
sion’s report. We review his performance plans under the Results 
Act to improve this veterans employment program so it gets veter- 
ans a lot more jobs and the taxpayers their money’s worth. 

Our witnesses today will be representatives from the General Ac- 
counting Office, Veterans Employment Training Service, Chairman 
of the Employment Panel of the Transition Commission, and rep- 
resentatives from the veteran service organizations. 

Mr. Everett. I now recognize our Ranking Democrat, my col- 
league Ms. Brown, for any opening remarks she may have. 

OPENING STATEMENT OF HON. COBBINE BROWN 

Ms. Brown. Thank you, Mr. Chairman, and thank you for this 
opportunity to examine the possibilities of the Veterans’ Employ- 
ment and Tr aining Service. Employment is one of the keys to meet- 
ing veterans’ needs. Having a job at the end is a real incentive for 
veterans to go through programs for mental illness, substance 
abuse and homelessness, to keep their eyes on the prize. 

Our greatest concern in Congress is that VETS will concentrate 
on doing what it is doing now but better. VETS must provide us 
a vision. VETS must suggest to Congress how we on the Hill can 
reconstruct the agency and the laws binding it. 

I believe veterans always deserve help from the Federal Gov- 
ernment to give them a chance to recover what they have sacrificed 
by going to the end of the employment line while serving their Na- 
tion. Injuries and disability vets must be given serious help 
through vocational rehab and special employment programs. We 
need results, not mere progress. 

I look forward to your testimony this morning. And thank you 
again, Mr. Chairman, for holding this hearing. 

[The prepared statement of Congresswoman Brown appears on p. 
31.1 

Mr. Everett. Thank you. I would like to welcome all the wit- 
nesses testifying today. I would ask each of them to limit their oral 
testimony to 5 minutes. We will strictly adhere to that rule. The 
complete written statements wiU be made part of the hearing 
record. I would like to welcome and recognize Ms. Carlotta Joyner, 
Director of Operations, Health, Education, and Human Services Di- 
vision, General Accounting Office; accompanied by: Dr. Nilsen, As- 
sistant Director, Education and Employment, Health, Education 
and Human Services Division; and Mr. Appel, Senior Evaluator, 
Education and Emplo 3 nnent, Health, Education, and Human Serv- 
ices Division. We wffi get an acronym for that. 
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STATEMENT OF CARLOITA C. JOYNER, DIRECTOR OF OPER- 
ATIONS, HEALTH, EDUCATION, AND HUMAN SERVICES DIVI- 
SION, GENERAL ACCOUNTING OFFICE; ACCOMPANIED BY: 
SIGURD R. NILSEN, PHJ>^ ASSISTANT DIRECTOR, EDU- 
CATION AND EMPLOYMENT, HEALTH, EDUCATION AND 
HUMAN SERVICES DIVISION, GENERAL ACCOUNTING OF- 
FICE; AND C. JEFF APPEL, SENIOR EVALUATOR, EDUCATION 
AND EMPLOYMENT, HEALTH, EDUCATION AND HUMAN 
SERVICES DIVISION, GENERAL ACCOUNTING OFFICE 

Ms. Joyner. Mr. Chairman and members of the subcommittee, 
I am very pleased to be here today with my colleagues to discuss 
the Department of Labor’s Veterans’ Emplosnnent and Training 
Service and its planning under the Government Performance and 
Results Act. As you know, although the Department of Veterans 
Affairs is responsible for most of the Nation’s service for veterans, 
VETS has the very important responsibility of programs and activi- 
ties to help them gain employment and training. The Results Act 
promotes a focus on program resxilts at Labor as well as at other 
agencies by requiring them first to identify in strategic plans their 

? ;oals and approaches to achieve them; second, to identify in per- 
brmance plans how they will measure achievement of those goals; 
and, diird, to report on the degree to which those goals were met. 

I will focus toaay on our observations on VETS’ strategic plan for 
fiscal years 1999 through 2004 and our observations on its fiscal 
year 2000 performance plan. In summary, while including each of 
the basic components required by the Results Act, these two plans 
lade vision and clarity. 111 ^ do not provide the needed road map 
clearly identifying where VETS is trjfing to go and how it is plan- 
ning to get there. First, VETS’ strategic plan needs to convey more 
dearly what VETS’ mission is and how it will be achieved. It has 
a statement to help vetereins. Reservists, and National Guard 
members in securing emplo^ent training and the rights and bene- 
fits assodated with their military service. 

That does state their statutory responsibility, but it does not 
focus on the outcomes, such as me economic security of veterans 
that might result, we would hope, from veterans being employed. 

Simil 2 U’ly, the three strategic goals in its plan are not clearly ar- 
ticulated or expressed in a way that would allow for future assess- 
ment and they are not explained well enough for those who read 
the plan to imderstand the rationale for developing and pursuing 
those particular goEils. 

Second, the plsm’s discussion of its strategies to reach its mis- 
sions is too vague. It needs to better distinguish between goals and 
strategies. For example, the plan describes four strategies to 
achieve its goal in providing services that enable veterans to better 
employment. One of these is to help 276,000 to 350,000 veterans 
who have been in specific programs find jobs each year. A good 
goal, but in fact a god, not a strategy. 

Third, the strategic plan’s discussion of external factors that can 
affect achievement of its goals can be improved. It does not clearly 
explain for ^e external Factors how they would affect their goals 
and it describes as external some factors that are really internal, 
such as changes in the States’ employment service delivery. They 
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are actually a part of that service delivery and, in fact, do have 
some control over that service delivery sj^tem. 

Let me talk about three weaknesses we saw in their performance 
plan. First, it provides only a limi ted picture of intended perform- 
ance across the agencies. For example, its second strategic goal is 
to protect veterans’ private pension rights, but the plan has no an- 
nual performance goals to track progress toward that goal. 

Second, the plan provides an incomplete discussion of strategies 
and resources the agency will use to achieve its goals. For example, 
it includes no discussion of a strategy for dealing with the move to 
one-stop career centers that is required by the Workforce Invest- 
ment Act. 

A third weakness in the performance plan is that it provides lim- 
ited evidence and limited confidence that agency performance infor- 
mation will be credible. According to the plan, vETS will largely 
rely on its State directors for verif^g and validating the perform- 
ance data and what it describes as ‘internal control procedures.” 
The plan does not provide enough information, however, for readers 
to judge whether these procedures are sufficient to ensure that the 
data will accurately and reliably measure progress toward achiev- 
ing performance goals. 

In conclusion, while VETS’ strategic and performance plans ad- 
dress many of the technical elements required by the Results Act, 
the plans fail to address most of the requirements in a clear, com- 
prehensive, and meaningful manner. Thus, instead of presenting a 
clear road map of where the agency is headed and how it expects 
to get there, tne plans present a mottled picture of that future. In 
essence, they miss the main point of the Results Act which is to 

f iroduce clearly identifiable programmatic results via clearly articu- 
ated strategies. 

In our view, much more work is needed to demonstrate that the 
programs are being managed for results, thereby enabling the Con- 
gress to assess progress and identify areas needing improvement. 

I^at concludes my prepared statement. We would be glad to an- 
swer any questions you might have. 

(The prepared statement of Ms. Joyner appears on p. 34.] 

Mr. Everett. Thank you very much. VETS has stated that their 
inability to gather performance data is due to budgetary con- 
straints. How would you respond to that statement? 

Ms. Joyner. I think it is incumbent on any agency that as point- 
ed out, receives $183 million to allocate those resources in a way 
so they can obtain the data they need to Justify what they have 
done. And I also believe and GAO believes when people ask for 
more money, they need to be able to describe clearly how that addi- 
tional amount of funds would improve their data collection efforts. 

Mr. Everett. You would think that would be self-evident, would 
you not, if the calculations show that one quarter of 1 percent of 
registered veterans obtain permanent employment from $183 mil- 
lion spent? It seems to me that would be self-evident that they 
would allocate those funds. Would you agree? 

Ms. Joyner. I think they need to work on their data collection 
system. They believe they need better measures and we believe 
they need better measures as well. 
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Mr. Everett. You pointed out several problems with the VETS 
performance plans. Is it particularly disturbing that these plans 
fail to communicate any level where VETS is headed, or how it will 
get ttiere? 

Ms. Joyner. Yes, that is very distxirbing to us. I think you have 
a chart that illustrates this in a much better way than I could. I 
understand this is an enlargement of a briefing chart that was 
used in a process that they are encouraged and required to go 
Uu'ough, which is to communicate with their stakeholders, such as 
people on the Hill, where they are going. 

And I think this chart illustrates very well the lack of vision and 
clarity that we saw as well in the narrative. As you can see — I 
think vou have a copy— there are lots of colors and squares and 
lines, but if I look at that to see where they are actually going, I 
only find one emblem on there that indicates an outcome, and that 
is to have no homeless vets. That is a very worthy outcome, but 
I think that is an incomplete outcome that one would hope to ob- 
tain from ^e entire agency’s activities, and certainly it shows a 
lack of darity on how they would reach that goal. 

Mr. Everett. I understand this chart has been withdrawn but 
it was used in at least two staff briefings, I believe. I have to tell 
you, of all the things I have seen since I have been up here, this 
18 probably ihe most ridiculous abuse of— it is absolutely — let me 
use the word, stupid. I have never in my life seen anything so com- 
plex and convoluted as this particular chart, and to thiiu that a 
government employee would be paid money to produce it is just ab- 
solutely asinine. 

GAO has reviewed many other strategic plans. How does VETS 
conmare to ^e other plans GAO has reviews? 

Ms. Joyner. At an agency level, we focused our comparative 
analysis primarily at the departments level. For example, we will 
in ^e next few weeks be issui^ a report comparing the Labor De- 
partment with other agencies. We don’t typically do that with com- 
ponent agencies such as VETS. The one important point of com- 
parison would be that all the agendes now have had more than one 
attempt at developing strategic plans and performance plans and 
we have seen improvement in many, if not most agencies. Our con- 
cern is that we do not see the kind of improvement in VETS’ stra- 
tegic plan or in its performance plan, the second of these, that we 
have seen in many other agendes. There is very little if any im- 
provement, in our judgment, from the first to the revised strategic 
plan and the first to the second performance plan that they have 
develop^. 

Mr. Everett. Does it appear to GAO that VETS has taken the 
Results Act requirements seriously? 

Ms. Joyner. Well, we are concerned about the lack of improve- 
ment, and again, to go back to your point about the chart, the cheirt 
and the narrative as well, when one reads that, you are left to won- 
der which of two possible explanations there might be. One would 
be that the leadership sim^y doesn’t know how to do strategic 
pl anning , how to identify where one wants to go and the resources 
needed and the strategies. And another possibility is that there 
simply hasn’t been enough priority given to it, so that staff are en- 
couraged, in fact reqxiired, to produce written documents that can 



6 


be used effectively to convey a straterac vision. So that is one possi- 
bility: that a lack of priority and emphasis is being riven to it. 

Mr. Everett. Would you have any suggestions a^ut how VETS 
might improve these pleins? Should we be requiring them to take 
a management objective course or something like &at? They call 
that a road map. That is the most ridiculous road map I have ever 
seen. 

Ms. Joyner. There are training courses and consultants. GAO, 
in its support to the Congress and the agencies, has provided a 
large number of documents that I think would be very useful. We 
have produced really almost ‘liow-to” documents for agencies on 
how to develop strategic plans, how to develop performance plans. 
We have documents that tell the Congress how to help review 
them, and certainly if we say Congress should look for these spe- 
cific elements, I think it would not be too hard for an agency to 
conclude that they should put those elements in their plan and de- 
velop them in that way. So I think that is a very valuable resource 
that a^ agency, including VETS, could use. 

Mr. EVERETT. Thank you. Ms, Brown. 

Ms. Brown. Let me tell you something. I am concerned about the 
harsh nature of the tone of this report and the comparison between 
what you say in GAO and what the veterans groups are saying as 
far as the benefits of the program. 

Now, this is one program that I know and maybe it is different 
in different areas, but I work very closely with VETS in my dis- 
trict, and the goal to get the homeless vets is one of the most im- 
portant goals &at ffiey could have. Now, they may not be familiar 
with the in-runs on how to do things on Capitol or how to do 
an adequate planning program. We are going to discuss that later. 
But $188 million, to tackle the problems that they have for getting 
veterans trained and retrained and rehabilitated with mentm prob- 
lems and abuse problems, is no money. That is the first thing. It 
is no monev for the insurmountable amount of the program eind the 
problems tnat they have, and so I want to know about the human 
issue when we evaluate this. I don’t want to — what is it? — not see 
the forest for the trees. The key is to get to these veterans and 
work with them and I don’t want them swamped with paperwork. 
Can you respond to that? 

Ms. Joyner. Yes. Let me clarify that. We did not review the ef- 
fectiveness of VETS’ activities. What we were asked to do here was 
to look at the effectiveness of their planning effort, how well they 
seem to have identified how best to use what resources they have 
to reach the goals that they and you would like them to readi. And 
I think that is an important distinction. 

Ms. Brown. Mr. Chairman, I think a very important point we 
need to make is how effective the program is worl^g, dealing with 
the problems they have, given the meager amount of money that 
they have to do it. It really disturbs me that one-third of the 
honeless on the streets are veterans, that bothers me a great deal 
and I feel that we are not doing our job. 

Tell me more about your conclusion that the ]^ans do not suggest 
with any degree of confidence that the VETS officials have a coher- 
ent end in min d? I think we are having problems with the pl anning 
and the strategy. How do you recommend correcting it? 
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Ms. Joyner. What we have focused on here is that they need to 
lay out clearly what their mission is and what they are hoping to 
achieve and that it would be valuable for them to go beyond a 
statement such as “providing training.” What you want to see and 
what we want to see for the veterans is not that they are just put 
into a job that they might stay in for a short time or that might 
be low paying with no future advancement potential, but that they 
really rncus on something like the economic security long term. 
There is a value of focusing further out toward the ultimate pur- 
pose of their activities. That would better shape what they are 
doing and how they choose one strategy over another. 

Ms. Brown. I am thinking more about the effectiveness of the 
program in the sense, in some cases, for veterans to just have an 
ent^-ievel job xmtil tiiey can work through some of the other prob- 
lems ^ey are having is success in itself. I guess when we look at 
this, we need to look at the status of the people that we are work- 
ins with. 

Ms. Joyner. Yes. In fact, they have in some ways in their plan 
acknowledged that, because they focused on those with greeter 
needs. They have acknowledged that some of the veterans have 
particular needs; that, overall whereas veterans are not employed 
at a lower rate than the population as a whole; there are certoln 
^ups of veterans who redly need help for example they have 
drug abuse problems or they are homeless already. 

In other ways they have not identified how they are going to 
focus specifically on those groups, so one is left with a one-size-fits- 
all approach without specifically focusing on particular needs. 

Mr. Nilsen might want to address that a little bit further, too. 

Mr. Nilsen. Yes, if I can just add. There is another issue about 
planning and strategic planning. We are aware that the environ- 
ment in which the veterans’ programs are being carried out is a 
changing environment at the State and local level with the passage 
in 1998 of the Workforce Investment Act and the reqxiirement that 
one-stop career centers be the primary employment training service 
delivery mechanism at the locd level. 

We were looking in the plan for VETS to address how they were 
going to be worki^ in this new environment, how they were going 
to meet this new challenge to better provide assistance to veterans. 
That is a challenge that we saw in the future that they didn’t ad- 
dress in their plan: that they had a strategy for how they were 
going to work toward adapting to this new environment. 


Ms. Brown. Thank you. Thank you, Mr. Chairman. 

Mr. Everett. Theink you. Now let me reco^ze the chairman of 
the full — the Ranking Member of the full Veterans’ Committee, 
Lane Evans. 

Mr. Evans. Th ank you for the promotion there for a moment. 

Mr. Everett. We think of you as Chairman. 

Mr. Evans. Th ank you. I have an opening statement which 1 
would eisk that it be included in the record. 

(The prepared statement of Congressman Evans appears on p, 
33.] 

Mr. Everett. Without objection. 

Mr. Evans. Thank you, Mr. Chairman. 

Mr. Everett. Mr. Peterson? 
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Mr. Peterson. No questions. 

Mr. Everett. Thank you. Let me just add, we want the seime re- 
sults and it is obvious that the funding has not been up to the stat- 
utory level required by Congress, but also we want results and we 
want proof of those results. And I think it is this committee’s re- 
sponsioility to require some proof and a road map of where we are 
going that can m understood by everybody. It is pretty obvious 
from the transition committee’s report that we will get into later, 
they couldn’t find the proof that program has been working. 

Let me thank this panel, and we will now go to the next panel. 

Itfr. E^^rett. I would like to recc«nize and welcome Mr. Borrego, 
Assistant Secretary for Veterans’ Employment and Training, De- 
partment of Labor. Mr. Borrego, anytime you are ready, please pro- 
ce^. I will ask you to hold your comments to 5 minutes and we 
will strictly enforce that. 

STATEMENT OF ESPIRIDION A. BORREGO, ASSISTANT SEC- 
RETARY FOR VETERANS’ EMPLOYMENT AND TRAINING, DE- 
PARTMENT OP LABOR 

Mr. Borrego. Mr. Chairman and members of the committee, 
thank you for allowing me to present testimony on two important 
topics. On the subject of the report of the Transition Commission, 
\^TS submitted a detailed response to each issue raised. The re- 
fuse was submitted on time. The responses were on target, re- 
ikcting the best data available and including all our activities. 

Our Secretary stated our case clearly and succinctly in a letter 
to Chairman Stump. VETS is an inte^al part of the Department 
of Labor’s team that is creating the employment and training sys- 
tem of the 2l8t century. To create a separate system for veterans 
housed in another agency wastes taxpayers’ dollars and denies vet- 
erans access to the best employment services available. 

These statements are inmcative of the level of support and con- 
fidence VETS has within DOL. I believe it is shared within the vet- 
erans’ community as well. In an employment and training environ- 
ment, VETS is Keeping pace. In many areas we are even a step 
ahead. I wiU be glad to respond to specific questions at the conclu- 
sion of my statement. 

The changing environment and changing legislation makes keep- 
ing performance standards up to par a challen^g task. Title 38 
is our bible. It is a brilliant piece m legislation mat has done much 
for veterems’ employment. It ^ves veterans priority of service in 
the employment service which is funded by the Labor-HHS Appro- 
priations Subcommittee and also creates and funds LVERs and 
DVOPs to provide services to veterans. Title 38 clearly places deliv- 
ery of veterans’ employment services in the public or State employ- 
ment service agencies. 

Furthermore, section 4107 requires our Secretary to report on 
those veterans who register for assistance and to provide a com- 
parison of job placement rate of veterans versus non-veterans as 
well as other measures. The employment service has put systems 
in place to provide this data. Clearly when the legislation was writ- 
ten, these were good measures. With the passage of the Govern- 
ment Performance and Results Act, GPRA, and rise of the elec- 
tronic job market where one does not have to register to use the 
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employment service, these measures are not as useful as they once 
were and now do not reflect our agency’s total performeince. 

The law requires that our Secretary provide these reports even 
though they are not the full measure of what we do. Over the 
years, all our supporting data and reports have been collected to 
fulfill this mandate. That mandate has never changed, but the en- 
vironment has, and new laws have been enacted that often have 
potentially contradictory mandates. 

If you measure VETS only by the reports required imder Title 
38, you are measuring only the traditional nart of the ^enc^s ac- 
tivities, and if you measure VETS only by wnat you see in the stra- 
tegic plan, you only see the agency in relation to the Department’s 
overall goals, which is required by GPRA. 

Again, this is only a part of what the agency does. Title 38 re- 
quires VETS to report using comparative percentages. GPRA wants 
clearly measurable performance outcomes. How many veterans got 
jobs tnrough our efforts? The honest answer is it is hard to know. 
It will be even harder to know as we move further into techno- 
logically sophisticated systems of self-service job seeking, auto- 
mated resume writing, Internet assessment tests, and electronic 
interviewing. This is a reeility in which we work. 

VETS is working diligently to comply with its responsibilities 
through our strategic plan, euuiual performance plan, and linking 
both to our annual budget request. We have consulted with stake- 
holders and work closely with the staff of this committee. Our per- 
formance measures are driven by Title 38. It is a law enacted be- 
fore GPRA and WIA, the Workforce Investment Act, and frankly 
the reporting requirements of Title 38 are not in sync with many 
of the mandates of GPRA and WIA, but the anomalies have not 
been worked out. With our partners, we are trying to do that step 
by step. 

Most of our data comes fk>m the State’s employment system 
through OMB-approved information collection reports. To get what 
we need requires negotiations with our State partners and other 
stakeholders. The negotiations usually revolve aroxmd resources. 
Our requests for new work requires new resources to do that work. 
Some of the data we need is already contained in these re^rts. 
Some of it is not. We also rely heavily on data already publicly 
available, often collected for other purposes. 

I won’t put my agency in a Catch-22 position of having to divert 
resources to measurement at the expense of providing important 
employment services to veterans. If I do that, 1 will have an accu- 
rate measure of a disintegrating program. I cannot in good con- 
science go there. We have chosen, therefore, to use indicators which 
are mu^ more cost effective. We cannot be diverted from our pri- 
mary mission, which is to provide qu 2 ility employment and training 
opportunities to America’s veterans. Also, much of the data we use 
precedes GPRA so it measures in terms of activities and outouts 
and not outcomes. At the moment there is no data available to 
show how many veterans get jobs through America’s job bank, the 
Department's electronic data network containing more than a mil- 
lion jobs nationwide. That is because, thanks to the Internet and 
increased computer literacy, some veterans can complete the entire 
job search from the comfort of their own home computer. 
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There are many other places in our data network that can be im- 
proved and I discuss them in my prepared testimony. We recognize 
these deficiencies and are worldng to remedy them while continu- 
ing to meet our requirements under Title 38 for comparative per- 
centages. Examples for better data: using reports filed by Federal 
contractors, using DOD reports to fund employment compensation, 
working with Social Secxirity to track wage records, to designing 
longitudinal studies. These initiatives take detailed planning, co- 
ordinated implementation, time to evaluate, and resoxirces. 

We are also improving our own internal management controls. 
Two years ago, I instituted a program management report to en- 
sure that we are managing our pro^ams to meet our outcome 
goals, and instituted management reviews for our regional offices. 
Clearly, we at VETS stand ready to work with the committee, with 
our stakeholders, and anyone else who can help us provide better 
services in a cost-effective manner. I always appreciate good help. 
TTiank you for the opportunity to give you a progress report. 

Mr. Everett. Does VETS have one national standard for meas- 
uring job placement performance for each of the 50 States? 

Mr. Borrego. Title 38 in section 4107 requires the Secretary 

Mr. Everett. Yes or no; do you have it or not? 

Mr. Borrego. A nation^ standard? 

Mr. Everett. Yes, sir. 

Mr. Borrego. In terms — ^yes. 

Mr. Everett. You do? 

Mr. Borrego. Yes. 

Mr. Everett. How is VETS planning for changes in the delivery 
of employment services in light of the Workforce Investment Act? 

Mr. Borrego. Title 38 defines the duties of the DVOPs and 
LVERs. liiat will continue in the new Workforce Investment Act. 
It edso gives priority in the Wagner-Peyser programs. That will 
continue in the Workforce Investment Act. 

Mr. Everett. Describe WIA briefly for us. 

Mr. Borrego. was l^slation that was passed that redoes 
the entire Employment and 'fi-aining Service. Conmess gave to the 
States and to the local Workforce investment boards the power and 
flexibility to design the systems to reflect local needs. It includes 
something like 14 required partners and some optional peirtners. 
VETS, and the Employment Service are among those req^uired 
partners. We know what DVOPs and LVERs 2 U‘e going to be doing, 
but because Congress gave flexibility to the States, we have to wait 
until the States design the system. We know what DVOPs and 
LVERs will be doing. What we need to work out is how do they 
interact with the other partners, how do we do 

Mr. Everett. That would be enough. I just wanted a brief de- 
scription of what the program was. I didn’t need all that. 

Let me refer back to the standard. How are States with superior 
performance recognized and rewarded, and those States that per- 
form poorly sanctioned? 

Mr. Borrego. Clearly, we have in our legislation no way to re- 
ward States that are doing well. When States are doing poorly, our 
State directors go in and find out what the problem is, put them 
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under a corrective action plan so they monitor that corrective ac- 
tion plan to make sure Idiat they are meeting the goals. 

Mr. Everett. Have you ever pulled a grant? 

Mr. Borrego. Not a total grant, but when we started our month- 
ly management report, among the first ones that I sent out had in- 
structions on what our agency and what our people needed to do 
to pull money from a State. 

1^. Everett. Does that improve the situation or are those States 
still performing poorly? 

Mr. Borrego. We use how many people get placed (“entered 
employment”) and we have a percentage factor for that (there was 
an entered employment rate of about 25 percent) — and some 
States, for example, the border regions in Texas, have double-digit 
unemployment. 

Mr. E^rett. Let me get straight to the question I asked. If you 
monitor States that are doing poorly and you go back a year later 
and ^ey are doing poorly, what do you do? Do you have States like 
that? 

Mr. Borrego. We had — I think our biggest problem was in the 
State of Michigan, which privatized the employment service. That 
went to court. This took time. The court told &em they could not 
privatize it because the Wagner-Peyser part, which is ^so respon- 
sible for veterans employment. We had problems. They are now 
back on line. The DVOPs and LVERs continue to work. 

Clearlv, States that are doing better get more resources, because 
freouently States ask for more resources. 

Mr. Everest. I asked you what do you do — have you pulled a 
grant on a State that you have gone baw a year later and they are 
still performing poorly? What have you done? 

Mr. Borrego. We have not funded many of the parts that States 
have requested because of performance problems. We have never 
pulled a whole State’s funding, no. 

Mr. Everett. How does VETS justify nine States’ placement of 
fewer than 10 percent in meeting performance standards? 

Mr. Borrego. Clearly, when you take a look at that, you need 
to take a look at the local economic conditions, and clearly if they 
weren’t doing 

Mr. Everett. In a period of record employment. 

Mr. Borrego. 'There is, as I said, in South Dakota 2.8 percent 
unemployment. In the border regions of Texas it is double digit. It 
will va^ by region or locality. 

Mr. Everett. Are those States directly affected by those employ- 
ment f^ures? 

Mr. Borrego. I don’t know what States you are talking about. 

Mr. Everett. I am looking at 9 States that have a performance 
record of fewer than 10 percent. 

Mr. Borrego. 1 can go back and take a look at those States and 
provide a report. I would be delighted to do that, sir. 

Mr. Everett. I appreciate it. 

(See 85.) 

Mr. Everett. You keep referring to 'Title 38. Have you any legis- 
lation fixes that need to oe made to Title 38? 

Mr. Borrego. We have talked to committee staff about areas — 
for example, one of the measures that you mentioned, permanent 
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job placement. When an employer listed a job, one of the categories 
is ii it is expected to last more than 150 days, it is considered a 
permanent job. Most employers don’t mark tiiat. It is a meaning- 
less measure. We don’t neM that. WIA doesn’t use that. We can 
get rid of that. There are some we can get rid of. 

We talked about incentive plans to committee staff. We talked 
about giving LVERs the ability to help people be recruited into the 
military, so we have had quite a few discussions with committee 
staff — in the subcommittee, I should say. 

Mr. Everett. I see that my time has run out. 

Mr. Evans? 

Mr. Evans. Mr. Secretary, we have been told that you don’t have 
any vision. Do you have a vision and, if so, what is it? 

Mr. Borrego. Yes, sir. Clearly I start from the point that the 
best way to get veterans into jobs is to make sure that a qualified 
veteran who has the skills is one of the first persons that that em- 
ployer sees. Clearly, in the short term, getting VETS-funded staff 
integrated into the new Workforce Investment Act, making them a 
critical part of the one-stops, is part of what we are dealing with 
in our next 5-year pro^am. Also, taking a look at the future of the 
digital world which will fully be here in 10 to 15, 20 years. That, 
clearly, when you currently nave a digital economy that is a $300 
billion economy, that jobs pay 78 percent better than others, start- 
ing to put in place structures to make sure that people who have 
been in the military get credit for the skills and training they 
learned; that they get certified, and that they become first in line 
for employment in ^s new digital economy. 

And we are putting those ^eces in place ^ working with tele- 
communication companies — iT companies, Cisco, Microsoft. We 
were supposed to have a hearing on that yesterday. Unfortunately, 
it was postponed. 

Mr. EVANS. Congress is a resource. How can we in Congress help 
you accomplish VETS’ mission? 

Mr. Borrego. Clearly, I think that Title 38 is a wonderful piece 
of legislation, one of the best that I have seen. The reporting re- 
quirements are outdated. Our Secretary reports comparative meas- 
ures. It requires data that is no longer meaningful because it is the 
law and we are mandated to do it. It does not cover the entire 
range of services, and thus all veterans that we serve. 

Title 38 asks us to report only on those veterans who register at 
the Employment Service. As we move toward self-service, as we 
move to the America’s Job Bank, the Workforce Investment Act 
will only register people who require training and case manage- 
ment. T^e number of people that register is getting smaller and 
smaller; yet that is what we are required to report on. It does not 
reflect our agency’s entire performance. 

And people look at those reports and say that we are not doing 
our work. That is not true. We are reporting what Title 38 asks us 
to do. It is not a complete picture. That needs to be reworked. 

Mr. Evans. 'There is going to be legislation before the committee 
this year incorporating recommendations of the Commission. We 
can write it with or without the input from VE'IB. Do you have 
anything serious to tell us about the recommendations? Anything 
positive? 
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Mr. Borrego. In terms of serious reservations that I have, one 
of them is that services to veterans not be limited to 4 years. Clear- 
ly that hurts veterans. It hurts Vietnam veterans, Persian Gulf 
veterans, anyone that leaves the military and goes to college, if it 
takes longer than 4 years, so we clearly oppose this. I thmk the 
move to move VETS to the VA was ill-conceived and it was based, 
as I said, on incomplete data. I think that Title 38 correctly places 
DVOPs and LVE^ as part of a public employment system. To 
move to contract DVOPS and LVERs I think is an ill-conceived and 
bad move. 

Mr. Evans. Thank you, Mr. Secretary. I appreciate your time. 

Mr. Everett. You have anything good to say about it? 

Mr. Borrego. Yes, sir. We agreed with a lot of recommendations 
and I think — and let me say — they looked at us. The GAO looked 
at us. Anytime anyone from the outside takes a look at us and 
raises questions, it gives us an opportunity to rethink. I have incor- 
porated many of the GAO’s responses. Much of what they talked 
about is ^ready being put into our strategic plan. Having people 
look at us from the outside is a good thing, sir, and I welcome it. 
It makes us perform better and it improves our performance. 

Mr. Everett. Mr. Borrego, thank you for your appearance here 
todav. We will tell you toat we will have questions for you that we 
would ask you to submit for the record in a timely manner. We will 
get those questions to you and we would ask you to respond in the 
next 45 days. 

Mr. Borrego. Yes, sir. Would be delighted to. Thank you for the 
opportunity. 

(See p. 85.) 

Mr. Everett. I would like to now recognize Mr. Drach, former 
Commissioner, Commission on Servicemembers and Veterans Tran- 
sition Assistance. Mr. Drach, you can, whenever you would like to 
begin, please do so. 

STATEMENT OP RONALD W. DRACH, FORMER COMMISSIONER, 

COMMISSION ON SERVICEMEMBERS AND VETERANS TRAN- 
SITION ASSISTANCE 

Mr. Drach. Thank you very much, Mr. Chairman. Good morn- 
ing. It is an honor and pleasure to be invited to testify before this 
committee this morning to discuss the Department of Labor's re- 
sponse to the Commission’s report. By quick way of background, I 
was one of 12 commissioners appointed to serve on the Commission 
and once the Commission got started, we broke down into three dif- 
ferent panels. 

Chairman Principi asked me if I would chair the panel on Em- 
ployment and Servicemembers Transition. The reason for that, 
prior to being appointed a commissioner, or actually when I was 
appointed, I was the current director of employment for Disabled 
American Veterans and had a 23-year career as their employment 
director prior to my retirement last summer. After I retired, I con- 
tinued on as one of the commissioners. 

In Secretary Herman’s transmittal letter to Congress, she indi- 
cates the Commission, quote, “failed to take into account recent im- 
provements in program performance, ignored the impact of new 
legislation such as the Workforce Investment Act, and based many 
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of its conclusions on old data,” end quote. If I am not mistaken, I 
think I just heard Assistant Secreteuy Borrego indicate that they 
do need better data, and I woxild like to point out that all the data 
that the Commission used and had before us was data provided by 
the agencies that we were looking at, including the Department of 
Labor. 

As for the ii^act of the Workforce Investment Act, it has not 
been put into efiWt yet, so how can we measure an impact of some- 
thing that has not been put into effect? We are still operating 
under the Job Training Partnership Act, so it is kind of difficult to 
project what impact WlA may or may not have. 

Mr. Borrego was an ex-officio member of ffie Commission and 
had every opportunity at every point in time to correct any mis- 
interpretation that we had or provide us with the correct data. 
Every document that we provided, we provided in draft form, we 
sent out to the commissioners, we sent out to the ex-officio mem- 
bers, and they all had an opportunity to review those documents 
and make comments. So we certainly had the door open to make 
corrections of any misinterpretations that the Commission may 
have had. 

Apparently one of their (VETS) biggest concerns is who can we 
provide priority of service to, and they take exception to ffie Com- 
mission’s recommendation that we suggested that priority of serv- 
ice be limited to disabled veterans, veterans wi^ barriers to em- 

E loyment, and recently separated veterans, meaning those that had 
een separated within the previous 4 years. We did this based pri- 
marily, Mr. Chairman, on ^e basis that we concluded that the cur- 
rent system is xmable to provide priority of services to all veterans 
in today’s economy. And this is not something new. This is some- 
thing that has been under discussion with the veterans’ service or- 
ganizations for a number of years. 

The Department of Labor is also opposed to transferring VETS 
to the Department of Veterans Affairs. This is an issue that, when 
I was the national employment director of the DAV, I and DAV 
supported since 1978. It should be clarified here that the Commis- 
sion stopped short of suggesting that it be transferred to the VA. 
We suggested that it be looked at and that some standards be es- 
tablished and some goals be established and that Congress after 2 
years, if those goals and the measurements aren’t met, then Con- 
gress consider transferring it over to the VA. We in no way sug- 
gested that it be transferred to the VA at this present time. 

Mr. Borrego also mentioned that they enjoy a great respect with- 
in the Department of Labor with the Secretary of Labor, and that 
indeed is true. But I have been working on employment issues for 
the better part of 27 years, and for the most part VETS has not 
epjoyed that relationsMp with the Secretary of Labor, and there is 
no guarantee that they are going to enjoy that respect with any 
succeeding Secretaries of Labor and new administrations. 

I should also point out I think there is some misinterpretation 
of what the Commission was recommending. I^st of all, we have 
to clarify that VETS itself is not a delivery system. The delivery 
system is through the mechanism of the States’ employment serv- 
ices, the DVOPs and LVERs. VETS is the monitoring service, the 
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enforcement mechanism, the funding mechanism. It is not the di- 
rect deliverer of services. 

And tiiere is a lot of confusion out there on the part of employers. 
We did a short survey of employers, the Commission did, and we 
asked employers, quote, “If you wanted to hire a veteran, do you 
know who to contact?” unquote. Of the employers who responded, 
57 percent did not know who to contact. When asked who would 
you contact, only 25 percent of the employers who knew who to 
contact would contact job service offices, whUe 49 percent said they 
would contact the VA. Their natural thinking is that VA takes care 
of veterans so that is where they would go to look for veterans. 

On a positive side, I think VCTS should be commended for a cou- 
ple of tmngs. Their Web site is very good. Their relationship with 
companies like Cisco, Microsoft, and some of the things that they 
are doing with them are very good. 

But I do have to ask a question. Since January 1991, 201 sepa- 
rating servicemembers were referred to jobs through the agreement 
with the Communication Workers of America, but their report does 
not indicate of that 201 referrals how many were actually placed. 
So if you refer 10 and place 4, I am very happy. If you refer 201 
and place 2, 1 eun not too happy. 

17118 gets back to the data. Let's clarify the data. Let’s get the 
data up front where it belongs. There is also some concern about 
contracting out DVOPs and LvERs. Right now there is no competi- 
tion amongst States. It is an automatic thing. As you pointed out, 
if a State is in non-compliance, some of the money may be taken 
back, and the Department of Labor is concerned that tnere would 
be 53 separate different private systems. There already are. Each 
State basically runs its own private system even though they are 
operating unoer the auspices of Title 38. If this were to be con- 
tracted out, they would still be obligated to operate under Title 38, 
and I should point out that current law in Title 38 says that the 
employment or the DVOPs and LVERs will be funded by grant or 
contract. Current law edready allows for a contract. 

I have much more in my prepared statement for the record, Mr. 
Chairman, and I would be happy to answer any questions. Thank 
you. 

(The prepeu’ed statement of Mr. Drach appears on p. 61.] 

Mr. EVERETT. Well, thank you very much and, sir, and let me 
first say thank you for the service you have given this country — 

Mr. Drach. Thank you. 

Mr. Everett (continuing). As a war veteran, and also the many 
years you spent handling employment issues at DAV. I want you 
to know that this subcommittee appreciates that very much. 

Mr. Drach. Thank you, sir. 

Mr. Everett. If you will, please summarize the Transmission 
Commission’s recommendations regarding VETS and give the ra- 
tionale behhid each recommendation of the Commission. 

Mr. Drach. One of the recommendations was to establish an em- 
ployment and training service priority for veterans who, as I said, 
of three categories: ffie disabled, ffiose who face employment bar- 
riers, and the recently separated. One of the interesting arguments 
about those who face employment barriers is that we, me Commis- 
sion, did not try to define who faces employment barriers. So that 
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would be left up either to Congress or to the administration to de- 
velop guidelines, regulations, and policies as to what constitutes an 
employment barrier. 

In toe Secretary’s response, I believe there is a very high per- 
centage of veterans in upper ages, I think 50 to 54, who were un- 
employed and needing help. Certmnly that would indicate to me a 
barrier to employment. They have an age issue. They may have a 
technological issue. They were employed and they are now laid off. 
So there Is a lot of flexibility in determining that. And it is also 
interesting that that age ^up is primarily Vietnam-era veterans; 
that unemployment for Vietnam-era veterans is relatively low 
today, yet they make up a very high percentage of those who are 
going to the job service. 

Again, toe numbers. You know, whose numbers do we believe? 
Do we believe BLS, or can we believe toe reporting system. This 
needs clarification! And again our rationale basically was because 
we believe that there are too many veterans out there and there 
are not enough resources to provide the services to every category 
of veteran on a priority basis for the rest of his or her life. 

We also suggest replacing the current DVOP and LVER program 
with a veterans’ case manager program and a veterans’ employ- 
ment facilitator who would again work very, very closely with the 
veterans most in need and needing most of the services. 

And I should point out, too, Mr. Chairman, that there was some 
discussion about the Commission’s recommendation along those 
lines of abolishing the number of positions mostly held by DVOPs 
and LVERs, and a lot of them are disabled veterans. As long as I 
can remember — I am going to go back to probably about 1984 or 
1985—1 can’t remember any administration requesting adequate 
funding or toe mandated funding for LVERs and DVOPs. 

I know there is some criticism that Congress doesn’t appropriate 
enough money. If the administration doesn’t request enough 
money, you know, it is a two-way street. If I ask you for $100,000 
and it is $200,000 the legislation says I need, and you give me 
$99,000, who is to blame, you or me? We have to ask for it. If you 
don’t ask for it, you are certainly not going to get it. 

Given the fact that so few employers toow where to go looking 
for veterans, as evidenced by the study that the Comm^sion did, 
we recommended that a separate independent organization be set 
up to do marketing to employers of this country. And the analogy 
that we used in our discussion, although it is not really in the re- 
port, is that this type of a body would be modeled after the Com- 
mittee on Employer Support for the Guard and l^serve, and their 
mission would be to go out and promote employment opportunities 
and to market toe availability of veterans and the benefits that 
veterans bring to toe marketplace. We wanted to target electronic 
employment assistance. 

Now, again, I think the Department of Labor is to be commended 
for what they have been doing with some of the electronic assist- 
ance, but we are not sure that that goes far enough. Again, if an 
employer doesn’t know where to go, and you go into somewhere like 
the America’s Job Bank and you don’t really know what you are 
looking for and you don’t really know how to access toe veterans’ 
component of it, even though there are supposed to be priority of 
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service in those programs how will veterans benefit? Mr. Chair- 
man, I am not sure that the DVOPs and LVERs even have access 
to computers. 

Several years ago, myself and another individual representing 
another of the VSOs was promised by the Draartment of Labor 
that within a year or two, every DVOP and LVER would have ac- 
cess to a computer. And what I heard in the Commission’s round- 
table discussions last year with DVOPs and LVERs, they don’t 
have access to computers and sometimes when they do have access 
to computers, they don’t have access to the Internet. So bow is that 
an effective tool u you can’t access the information that is there? 

Another thing to the Department of Labor’s credit is the 
credentialing b£irriers and opportunities. That was stait^ by the 
Department of Labor, and the Commission picked up on that issue 
and did a supplemental study. The Department of Laboi^s initial 
study focused m on veiy specific job areeis under FAA and healto 
care issues. The Commission thought that was a little too narrow — 
and that is not a criticism — it is just the way it was done. We 
thought it needed to be a little bit broader, so we contract with 
the same group and 2 isked for more information on the 
credentialing issues, and they are moving ahead on that. 

We wantM to see more access to all Federal toaining programs 
so that veterans would receive priority in every training program, 
not Just those designed for veterans. We wemted to provide incen- 
tives for Federal contractors to hire veterans. Federal contractors 
don’t hire veterans. If they do, it is by accident for the most part. 
I discuss that in my prepared statement in more detail. 

I \ised the Department of Labor’s data. I didn’t make these up. 
I didn’t pull them out of the sky. They are very defensive of thev 
data. It lis their data. What else can I say? 

And we also recommended, as I rec^, they agreed to our rec- 
ommendation that GAO immediately condu^ an organizational 
and programmatic audit of DOL VE’^ to establish a basis for fu- 
ture measurement of the agency’s effectiveness in supporting em- 
ployment services for veterans through DOL programs, and I would 
encourage you to do that, sir. 

Thank 3 ^u. 

Mr. Everett. Mr. Udall, our colleague has joined us. 

Mr. Udall. Thank you, Mr. Chairman. 

Mr. Drach, the Transition Commission gave us a great oppor- 
tunity to take a firesh look at programs and services for newly 
transitioning veterans. However, the same programs serve other 
veterans as well. I wonder why the Commission wanted to deny 
services to Vietnam-era veterans euid veterans with a lesser degree 
of disabilities and give ffiem to veterans who left service within the 
past 4 years? 

Mr. DRACH. Basically, sir, the charge of the Commission was to 
look at transitioning services for those separating from military 
service now, not those who separated 15, 20, 25 years ago. We did, 
as I stated, talk about providmg services to those with significant 
employment barriers. Certainly I would state that toe Commission 
agreed that within that Vietnam veteran popixlation, there are 
many, many Vietnam veterans that continue to have significant 
employment barriers. 
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The high percentage of homeless veterans, more than a third — 
I am sorry, more than half of homeless veterans are Vietnam-era 
veterans. Certainly they have significant employment barriers and 
certainly under the rationale of the Commission, they would have 
significant employment barriers and would be eligible to receive 
services. 

Mr. Udall. Thank you. Thank you, Mr. Chairman. 

Mr. Everett. The chair will recess the hearing. We apparently 
have a vote underway, and we would ask you to remain in the 
room and we will convene probably in about 15 minutes. 

Mr. Drach. Thank you, sir. I will be here. 

Mr. Everett. The hearing is recessed. 

IRecess.] 

Mr. Everett. The hearing will resume. 

Should VETS try to be all things to all veterans in providing em- 
ployment services to them? 

Mr. Drach. Mr. Chairman, I vnsh I could say yes. I t hink you 
have to look at not onljr what VETS does and is supposed to do, 
but what the mandate is for the entire employment service. You 
heard the comment on the Wagner-Peyser positions. The DVOPs 
and LVERs are only one component of a very major network of a 
delivery system to provide services to veterans. I remember several 
years ago, a relatively high-ranking Department of Labor official 
told me that he was ve^ proud of the fact that 82 percent of all 
veterans placed in his State were placed by DVOPs md LVERs. 
That is great, I said, but only 18 percent were placed by the rest 
of the employment service. The law says that the emplo^ent serv- 
ice has to give priority of services to veterans, not just iDVOPs and 
LVERs. 

So if ^u focus your existing limited resources, your DVOPs and 
your LVERs or your VCMs or VEFs, whatever they may be called 
sometime in the future, and you focus them on the ones that need 
the services most, that need intensive case management, and allow 
the rest of the veterans to be served by the rest of the Wagner- 
Peyser Act people, and make sure that they are held accountable 
for their delivery of those services, I think they can provide serv- 
ices to all veterans. But again, given the top priority to those most 
in need and as defined by the Commission, we believe it is disabled 
vets, those with barriers to employment, and recently separated. 

Mr. Everett. If VETS were moved to the VA, do you agree that 
a separate duplicate system of employment services would be cre- 
ated by veterans? Isn’t VETS basically a grant program and not ac- 
tuaUy a service delivery program? 

Mr. Drach. They certainly are not a delivery s^tem. They do a 
couple of things. Iney provide the grants to the States for DVOPs 
and LVERs. They do the unemployment act — I am so^, the Reem- 
ployment Rights Act investirations and complaints. Iney are cur- 
rently getting geared up to do the investigations on veterans pref- 
erence discrimination complaints and they do — the USERRA, to my 
knowle^e, they have never been criticized on reemployment 
rights, 'mey have always done a good job on that. But that is not 
pirt of a delivery system that we are talking about here. That is 
part of a complaint system that can be done from anywhere — 
whether they are housed at 810 Vermont Avenue or 200 Constitu- 
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tion Avenue makes no difference. They could do it just as well. 
They would not be a separate delivery system because the delivery 
system would still be at the State level. 

Whether it is by grant or by contract, whether it is by DVOPs 
and LVERs or by veterans’ case managers and veterans’ employ- 
ment facilitators, it would still be done at the local level throu^ 
that network. 

Mr. Everett. Do you have any idea what the overhead is to 
serve this limited number of veterans? 

Mr. Drach. Well, I can’t break it down for you. I know that in 
some States it is as high as 26 percent, so 26 percent of their grant 
goes for administrative overhead. Other States, it is much lower. 

kb. Everett. Does that include the overhead at DOL? 

Mr. Drach. I don’t believe so, sir. I am not really sure. I tiiink 
that is onlv for the States. I am not sure what the overhead at 
DOL, whether that is incorporated in there or not. I don’t believe 
it is. 

Mr. Everett. Is there any way we can get that figure to see how 
many dollars actually get down to help the vets? 

Mr. Drach. I think the Department of Labor would have to pro- 
vide that to you, sir. I certainly don’t have it. 

Mr. Everett. Lots of luck. 

Mr. Drach. Make sure it is accurate data. 

Mr. Everett. As I say, lots of luck. 

Mr. Drach. It has no room for interpretation. 

Mr. EIverett. Would you like to see a proactive outreach to em- 
ployers by VETS as a part of the program? 

Mr. Drach. Absolutely. I think, you know, again, one of the jobs 
of the DVOPs and LVERs is job development. Job development to 
me means going out and developing jobs with employers, contacting 
employers. That certaii^ should be done at the local level. On a 
larger scale the Commission recommended a national body to do 
this marketing plan and go out and try to recruit employers. VETS 
has a relativ^y limited staff. Whether or not they would be the 
exact component that could or should do that, I am not sure. But 
I think they could be and should be much more proactive and it 
shouldn’t be restricted just to the high-tech companies, even though 
high-tech companies are offering a lot of good opportunities. I think 
it goes mudi beyond that. Not all veterans commg out of the serv- 
ice tod^ have high-tech skills and high-tech backgrounds. 

Mr. Everett. Thank you very much. Let me again — I don’t weint 
to embarrass you, but this member — and 1 know this subcommit- 
tee — ^we appreciate the service you have rendered to this country 
and also the service of many, many years specializing in employ- 
ment for the DAV. We appreciate mat very much. You have oeen 
of great service not only to your country but to the veterans of this 
country. 

Mr. Drach. Thank you very much, Mr. Chairman. I am very 
happy to do it. 

Mr. Everett. I would now like to welcome and recognize Mr. 
Hubbard, Director, National Economic Commission, the American 
Legion; I^. Baskerville, Deputy National Service Director for Em- 
ployment, DAV; Mr. Magill, Director of National Employment Pol- 
icy, Veterans of Foreign Wars; Calvin Gross, Chairman of the Em- 
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ployment Training and Business Opportunities Committee, Direc- 
tor of Government Relations, Vietnam Veterans of America. 

I have been advised that the bells were a mistake. Thank good- 
ness. Mr. Hubbard, if you would begin, please. 

STATEMENTS OF JAMES B. HUBBARD, DIRECTOR, NATIONAL 
ECONOMICS COMMISSION. THE AMERICAN LEGION; AN- 
THONY L. BASEXRVILLE, DEPUTY NATIONAL SERVICE DI- 
RECTOR FOR EMPLOYMENT, DISABLED AMERICAN VETER- 
ANS; JAMES N. MAGILL, DIRECTOR, NATIONAL EMPLOY- 
MENT POUCY, VETERANS OF FOREIGN WARS; AND CALVIN 
GROSS, CHAIR OF EMPLOYMENT TRAINING AND BUSINESS 
OPPORTUNITIES COMMITTEE, DIRECTOR OF GOVERNMENT 
RELATIONS, VIETNAM VETERANS OF AMERICA 

STATEMENT OF JAMES B. HUBBARD 

Mr. Hubbard. Thank you, Mr. Chairman. We appreciate some- 
body’s mistake. 

It is an honor for us to be here this morning and particularly for 
me to comment on the program effectiveness and s^ategic plan of 
DOL VETS. 

In the past 6 years, VETS has endeavored to reinvent itself with- 
in the confines of severe funding constraints while faced with m^or 
changes to the Employment Gaining Service made under the 
Worluorce Investment Act. VETS makes up about 15 percent of the 
system operated in the States by die Employment and Training 
Administoation. Their strategic plan is part of a Department plan 
and it must fit within the constraints of that Department plan. 

At the same time this reinvention has been taking place, appro- 
priations for the agency declined by 11 percent in real terms, and 
the money made available does not support the statutory levels of 
DVOPs and LVERs provided for in Title 38. Given these cir- 
cumstances, the American Legion believes VETS continues to per- 
form reasonably well. 

The development of the current plan began in 1994. The plan fol- 
lows the requirements of the Government Performance and Results 
Act passed by the Congress, which is intended to make Federal de- 
partments and ^encies more accountable for results and, as I said 
before, it fits widiin the plan, the overall plan of the Department 
of Labor. 

Since VETS-fonded LVERs and DVOPs operate within this 
larger public employment and training system, its plan must mesh 
with the overall strategic plan of DOL. To ^at end, VETS con- 
centrates on several items: transition assistance, insuring applica- 
ble military training is relevant to civilian life in order to provide 
economic security, credentialing of people trained in the military by 
civilian licensing and certification agencies, providing needs-based 
services to veterans requiring special assistance, and working with 
employers to convince them that veterans Tnakp excellent 
employees. 

It has three key goals: Help 300,000 veterans obtain career 
employment; ensure that of those 300,000, at least 10,000 are spe- 
cial disabled veterans; ensure that of toe 300,000, at least 1,850 
are homeless veterans. These goals are relatively ambitious. We 
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also think they are realistic, they are meastirable, and they are 
achievable. . 

These goals are link ed with the funding request for VETS 
through Sie appropriations process. Earlier we mentioned that 
funding for this agency has declined in real terms by 11 percent 
over a past decade, As a result, the number of people providing di- 
rect services to veterans continues to decrease. Training has suf- 
fered. Future binding must be linked towards achieving the strate- 
gic plan. 

Proper measurement of some veterans who use the system but 
don’t register is difficult and expensive. Out-of-State-placement vet- 
erans are not counted. Many veterans are underemployed and still 
actively seeking meaningful employment. A veteran who finds a job 
90 days or more ^ter receiving services is not counted. Veterans 
who find jobs through Americans job bank are not counted. Veter- 
ans hired by Federal contractors or through the veterans pref- 
erence statutes are not counted. It is not that these people cant be 
counted. They can, but it is very expensive. 

Funding for these measurements must come from the same place 
as funding for DVOPs and LVERs. Given a choice between measur- 
ing achievements and hiring people to assist veterans, VETS has 
chosen to do the hiring. This is a proper choice in the view of the 
American Legion. 

Resources for this eigency are at an all-time low point. The only 
bright spot in this environment is the ongoing improvement and co- 
operation with the Vocation Rehabilitation Counseling Service at 
the Department of Veterans Affairs. Measurements here are accu- 
rate, since ^1 these veterans receive intensive case management 
from the time they apply for training until they finally find a job. 

Mr. Chairman, we are pleased to put our stamp of approval on 
the strategic plan for VETS. Now we believe that Congress must 
step up and provide the proper funding for VETS to succeed. They 
have been trying to squeeze blooji out of the proverbial turnip for 
far too long. You fund them properly, cut them loose, they will 
succeed. 

Thank you for the opportunity to appear this morning. 

(The prepared statement of Mr. Hiibbard appears on p. 68.1 

Mr. Everett. Mr. Baskerville. 

STATEMENT OF ANTHONY L. BASKERVILLE 

Mr. Baskerville. Thank you, sir. Mr. Chairman, on behalf of the 
Disabled American Veterans and its Women’s Auxiliary, I am privi- 
leged to appear before you today to present the organization’s views 
on the effectiveness of the strategic planning of the Department of 
Labor’s Veteran Employment and Training Service. 

The overall mission of VETS is to help veterans. Reservists and 
National Guard members in securing employment, training, and 
employment rights and benefits associated wiffi their military sei^- 
ice. As an organization of more than 1 million men and women dis- 
abled in our Nation’s defense, the DAV is dedicated to one single 
purpose: building better lives for all our Nation’s disabled veterans 
and their families. 

DAV is interested in the transition of our separating veterans 
into the civilian workforce and the availability of meaningful em- 
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ployment opportunities for service-connected disabled veterans and 
veterans witn critical barriers to employment. 

We are pleased with the advocacy of VETS and its approach in 
helping veterans. This mission has been accomplished through 
their development of oversight and tr ainin g programs through 
grants to States and nonprofit organizations. VETS further serve 
the employment and retraining needs of veterans by establishing 
and enforcing job referral control mechanisms imposed on State 
employment service agencies as well as investigating complaints of 
violations of reemployment rights against employers. 

Mr. Chairmein, separating servicemembers face many barriers to 
employment and reemployment in the civilian job market. 'IIub is 
because civilian credentiding requirements do not recognize ^eir 
military training emd experience, although many of the qualifica- 
tions and skills are the same or similar. 

This inability to meet Federal, State, and private sector civilian 
job requirements or standards have precluded separating 
servicemembers from realizing the full benefit of their military 
training and experience. 

Mr. Chairmain, in its report, the Congressional Commission on 
Servicemembers and Veterans Transitional Assistance assert that 
Congress must provide transitioning servicemem^rs with idle 
means and the opportunity to succeed in their civilian lives and to 
invest their talente and ability in the American economy. In April 
1998, the Department of Labor and the Department of Veterans Af- 
fairs formed a Task Force on Certification and Licensing of 
Transitioning Military Personnel. This task force is representative 
of draartments and agencies of the Federal Government, including 
the Department of Defense and all military branches. The task 
force has helped members learn about the licensing activities of 
these agencies euid has created initiatives between agencies to as- 
sist active duty personnel and veterans to more easily acquire li- 
censes needed in the civilian employment. 

The task force has established State pilot programs on certifi- 
cation and licensing in Ohio, Georgia, Colorado, Maryland, and 
South Carolina for occupations such as health care, law enforce- 
ment, commercial drivers, metalworking, power plant operators, 
emergency medical technicians, and builmng trades. 

Mr. Chairman, we believe VETS should be commended for its 
participation in this area and we would hope this committee would 
join us in applauding its efforts. DAV also supports VETS’ efforts 
with the Microskills 2000 Military Information Technology Career 
Initiative introduced in February of 1999. This program leads in- 
terested servicemembers with knowledge of and aptitude for com- 
puters through a special program designed for transitioning 
servicemembers which, include closes which lead to Skill 2000 cer- 
tificates in several different information technology fields. This ap- 
pears to be an excellent program which will only strengthen VETS’ 
strategic goals. 

Mr. Chairman, Congress has determined our Nation has a re- 
sponsibility to meet the employment and training needs of veter- 
ans. To accomplish these go^s, the Assistant Secretary of Labor for 
Veterans Employment and Tra inin g is authorized to implement 
training and employment programs for veterans. The ASVET is 
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also responsible for ensuring the availability of sufficient iunds for 
use in ttie support of appropriate programs such as the Disabled 
Veterans Outreach ^ogram, local veteran employment representa- 
tives, the Joint Training Partnership Act, the National Veterans 
TVaining Institute, the Homeless Veterans Reintegration Program 
and oAers. However, VETS’ budget provides funds to support 
1,431 DVOP positions, 688 below the congressionally mandated lev- 
els, and 1,306 LVERs positions, 294 below mandated levels. 

Several years ago, someone coined the term “Voodoo economics.” 
when reading the budget information provided by the Department 
of Labor for VETS for fiscal year 2000 in the category of LVERs 
and DVOPs and upon funding additional information, the term 
‘Voodoo economics” comes to mind. 

Mr. Chairman, although we support VETS’ mission and its stra- 
temc plan, we question whether under its proposed budget VETS 
have the resources necessary to fulfill its existing and future 
goals. 

Mr. Chairman, I again thank you for the opportunity on behalf 
of DAV to present our views. 

[The prepared statement of Mr. Baskerville appears on p. 71.1 

Mr. EVERETT. Please continue. 

STATEMENT OF JAMES N. MAGILL 

Mr. Magill. Thank you for the opportunity to present the views 
of the Veterans of Foreign Wars on me strategic plan of the Veter- 
ans’ Employment and Training Service. 

The mission of VETS, as we have heard, is in securing employ- 
ment, training, and the rights and benefits associated with miUtazy 
service. The key elements of VETS’ mission are enforcement, veter- 
ans preference, employment, and training assistance, public infor- 
mation, interagency liaison and training. 

In reviewing the strategic plan of VETS, we see a commitment 
that reflects the DeDartmenrs strategic goals, a prepared work- 
force, a secure workforce, and a qualify workforce. What may very 
well be the cornerstone of the strategic plan is ensuring that veter- 
ans get the maximum employment and training opportunities with- 
in the workforce. 

We do not believe the system is perfect at this time and there 
are areas that can be improved upon. One of the areas that the 
Congress addressed and we think is a step in the right direction 
was the repeal of the requirement that DVOPs be Vietnam veter- 
ans. We believe that the wisdom in enacting this legislation gave 
VETS the flexibility in that area. 

We look forward to working with VETS to improve the work that 
they do and we would encourage the Congress to do the same. 

■nie VIW commends VETS tor a strategic plan that will improve 
veterans’ employment opportunities to the level that they have 
earned and certainly deserve. However, as the name implies, this 
is a plan. We expect VETS to implement this plan to the fullest ex- 
tent and recognize that VETS must be held accountable for its suc- 
cess. We also hold accountable the Congress to provide VETS with 
the necessary funds to ensure their success. Past administrations 
have not proposed adequate budgets to support the DVOP and 
LVERs and at the same time, the Congress has not appropriated 
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the necessary funds to support these crucieil programs. Without the 
support of the administration and Congress, veterans will be the 
ultimate ones that will come out on the bottom. 

Mr. Chairman, again, I thank you and I wiU be happy to respond 
to any questions you may have. 

[The prepared statement of Mr. Magill appears on p. 74.] 

Mr. Everett. Thank you. Please continue. 

STATEMENT OF CALVIN GROSS 

Mr. Gross. Mr. Chairman and members of the subcommittee, 
Vietnam Veterans of America appreciates the opportunity to ex- 
press their views and concerns regarding the Veterans Employ- 
ment and Training Service strate^c plan for fisceil — for the future 
fiscal years. WA believes that VETS has a most crucial role in 
helping veterans transition from military to the civilian job market, 
and it is helping disabled veterans to be part of a strong economy. 

In light of tms important mission and in light of this rapidly 
channng economy and marketplace, we believe that it is impera- 
tive for Vets to have a cognitive, defined, and cogent plan for the 
future. Unfortunat^, upon reviewing this strategic plan, we can- 
not conclude that VETS has clearly stated nor does it appear that 
VETS truly knows where it is heading. 

The mission statement contained in section 1 of the plan is re- 
dundant. Furthermore, it says nothing about placing veterans into 
high-quality jobs, which should be the primary mission of VETS. 

Todays problems come from yesterday’s solutions. The DVOPs 
and LVERs within VETS are still using outdated methods to assist 
veterans in their job searches. DVOPs and LVERs need the flexibil- 
to implement reform at the local level. The way the current 
VETS system is desimed, when a DVOP or LVERs pushes for re- 
form, he or she is only pushed back further. They need to be able 
to fully engage the local business community and sell their veteran 
clients. The strategic plan does not go any further or in any depth 
regarding the individual DVOP or LVERs’ role in the foture. It 
sii^ly t^s of need for more DVOPs and LVERs. 

The VETS performance goals contained in the report are all 
goals that we certainly support. Again, however, these goals are 
part of VETS’ mandated job. Of course, resolving the USERBIA 
compliant cases expeditiously while maintaining Mgh-quality case 
handling procedures should be a goal. Of course, better enforce- 
ment of Federal contracting and regulations regarding veterans 
and a better enforcement of veterans preference law should be a 
goal. 

At this point, these problems that these goals address have been 
largely created by an ineffective VETS, and this strategy plan says 
nothing about how VETS is going to rule out deficiencies within its 
own structure. The VETS’ strategic plan is not precise, not to the 
point, and not attainable, is not a living document but merely a list 
of goals without any clarification how these goals will be met. 

I say all that because I think we haven’t done a separation. We 
have thrown tiie baby out with the bath water. I have worked with 
the people in VETS for 6 years. They are people of integrity. They 
are people who want to do well but the requirement to make a 
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strategic plan is too long a time period. The world changes way too 
fast. 

I will give you an example. I live in New Jersey. In the town next 
to mine, Motorola is opening up a technical center. They are adver- 
tising on all the New York and New Jersey radio stanons during 
drive time. The requirement is to register on the Internet for the 
job, then show up — if they respond to you — with a resume. The 
critical path is asked on the Internet of what your skills are. 

how I see thing s are going, happening, is that we haven’t kept 
up. There is not a ^stem thinking within the Department of Labor 
that concerns VET^ It doesn’t do any good to move VETS from De- 
partment of La^r to the VA. They both are in disarray. There 
should be a coition. There should be some cooperation. But when 
it comes to the employment of my brethren ana my comrades, the 
measure of success is sabotaged before you start. So when a vet, 
no matter what the skill level is, they can have a degree in elec- 
trical engineering, tiiey could be referred to Arby’s to make ham- 
burgers and ^at counts in a system. 

& I am suggesting something more than just slashing and burn- 
ing. I have had people up here who reeilly have hammered VETS 
and not looked at the methodolo^and procedures that they must 
operate within, the framework, uhe rules of the game have to 
change. If ^ey don’t change, then we are just in a deatii spiral. It 
doesn’t matter where VETS resides, the Department of Labor, the 
VA, or an autonomoxis group. As far as States go, each State has 
their own way of trying to bully our people, the LVERs and 
DVOPs, and the performance measurements are cooked before you 
start. 

So my BugTOstion is that after a year of noncompliance — ^you 
were asking ror an answer to your question — and the question is 
have they ever stopj^ money to a State that was noncompliant 
more than once? Weu, then you should take control of that pmticu- 
lar State, take the money out and if it calls for maybe a VSO or 
a privatized organization to take it over, that measure should be 
a consideration. For whatever reason, veterans have been not ap- 
preciated and it continues in this system not to be appreciated. 

Thank you. 

[The prepared statement of Mr. Gross appears on p. 76.] 

Mr. E^RETT. Thank you very much for that testimony. Let me 
start with a general comment and then I have questions for each 
member of the panel. 

I think it is a little ridiculous for someone at DOL to come over 
here and say they need more money when they never requested 
more money. This committee, which is the authorizii^ committee, 
is on record for the last few years under the Republican adminis- 
tration and Democratic administration, criticizing on the record 
those administrations for not asking for money to tiie statutory 
level. V^en the administration doesn’t — and I am including Repub- 
lican and Democrat. When those administrations don’t request 
those levels, then it cuts us off at the knees in trying to deal with 
&e appropriators. 

So 1 think there may be a chicken and egg thin^ here and I 
didn’t hear much criticism at the level of the admimstration that 
they ought to step up to the plate and Congress ought to step up 
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to the plate. It is difficult for Congress to step up to the plate if 
the adiitinistration doesn’t go along and step up to the plate either. 

Again, let me point out that tms committee and this veterans’ 
committal the authorizing committee, on a bipartisan level, criti- 
cized both Republican and Democrat administrations. Of course 
they haven’t done that. 

Let me ask, beginning with Mr. Hubbard, would you please com- 
ment on the Transition Commission’s recommendations with re- 
gards to VETS? We don’t need a point-by-point, but just overall 
general impressions. 

Mr. Hubbard. In general, Mr. Chairman, we don’t disagree with 
the comments made by the Assistant Secreta^ with respect to the 
Transition Commission recommendations. I will be pleased to make 
the American Legion response to chapter 2, which is the employ- 
ment and training chapter, available to the subcommittee if the 
subcommittee womd like to see our response. In general, they par- 
allel what the Assistant Secretary and DOL VETS has said with 
respect to the Transition Commission. We don’t have any major dif- 
ferences with them. 

Mr. Everett. Thank you. Mr. Baskerville. 

Mr. Baskerville. DAV has not publicized its comments as of yet 
with regards to the Transition Commission's report. However, in 
reviewing it and the recommendations contained therein, one 
comes to mind that we have received a number of calls from our 
constituents concerning it, and that is to transfer the VETS pro- 
gram over to the Department of Veterans Affaire. That has been 
a critical plan or bought and supported by my predecessor for a 
number of years, and we believe that programs that involve veter- 
ans should be a part of the Department of Veterans Affairs. How- 
ever, VA 

Mr. Everett. Who is your predecessor? 

Mr. Baskerville. Mr. Drach. 

Mr. Everett. I wanted to get it on the record. 

Mr. Baskerville. Mr. Chairman, although we can support that 
thought, we must realize that the VA is not taking care of its own 
programs right now. Their funding level is far below that needed 
to support the hospital system that they have. VETS, I can say it 
is not a Cadillac but it is not a Yugo either. They are tr^g to do 
for veterans with what they have, and I am afraid that ii you were 
to move that program to the Department of Veterans Affairs, it 
would be lost, ^ey wouldn’t know what to do with it. They would 
probably put funding somewhere, and the unfortunate part, they 
can’t put funding someplace else if they don’t have the nmdi^ to 
run the programs that mey have. And I am quite sure that if VETS 
was to move to the Depai^ent of Veterans Aff£drs, the funds uti- 
lized now to support that program are not going to be transferred 
to the Department of Veterans Affairs. 

Mr. Everett. Mr. Magill. 

Mr. Magill. What I would like to do is just add a comment to 
what Mr. Baskerville commented about moving. The recommenda- 
tion was in the report that after a 2-year period if VETO does not 
show marked improvement, that the recommendation would be to 
move it over to VA and specificedly, I believe, the Vocational Reha- 
bilitation Department. What has not been mentioned is ffiat in that 
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same report, the Transition Commission was equally critical of the 
voc rehab program. They also were given a 2-year period to show 
improvement, so I Question what is tiie rationale for taking one 
program at DOL ana moving it to another program that they were 
equally critical of. 

Mr. Everett. Mr. Baskerville, the comments between my col- 
leEigue and I were the fact that we disagree a little bit on where 
this program were to end up. We were making points with each 
other on each other’s suggestion about it, and we both have open 
minds about it, but it is well taken. Your comments have been well 
taken. 

Mr. Gross, your testimony is different from the other VSOs. 

Whj^ 

Mr. Gross. I cEui’t — I am friends with all these gentlemen and 
my approach — I work for Lucent Technolomes and I eun a volun- 
teer. 1 spent most of my life since 9 years old advocating for human 
beinn. ^ when I take a look at a plan, I see human oeings. And 
I di(m't see where the strategic plan was taking care of my com- 
rades. It was just answering a requirement. 

Mr. EJverett. My time is up. I will yield to Ms. Brown. 

Ms. Brown. Thank vou, Mr. Chairman. I want to say again this 
is a real bipartisan subcommittee and we anee on everytl^g. The 
key is that we agree that we want to make uie program better, and 
I am open to however we can make it better. 1 really don’t think 
transferring it from one agency to the other is going to make it any 
better, because basically me proCTam operates at the propam level 
and then tiiey have to request ^e money from DOL or from 0MB 
and if 0MB says no, nothing happens, 'llus plan doesn’t evaluate 
how well the progr 2 im is workmg; and that, to me, is very 
important. 

Maybe they don’t understand, whoever is in charge, the jargon, 
the lUl iargon or the plan jargon, and we need to ^t that correct. 
But the key for me is how is the program working mr the veterans, 
and the veterans organizations’ input is just always so valuable to 
me. You represent me ears of our customers when we evaluate the 
veterans’ programs. Most of you feel well support^ by what VE?TS 
has been doing. All of you, however, are concerned about the level 
of jobs availability. Please say more about that and what you would 
recommend emd what is your vision for the VE'TS program. Anyone 


can answer. 

Mr. Hubbard. I believe this plan was written in response to a 
requirement fi-om the Secretary of Labor to do something which fits 
into the overall strategic plan for the Department of L^r. I have 
yet to see a DOL critique of the entire UOL plan, and so I’m not 
sure it is quite frdr to single out this particular agency, fllthmt gb 
I understand it is within the purview of this sulKommittee to do 
so. Nevertheless, the subcommittee should recognize that this plan 
is part of a much lai^er plan. 

As far as vision is concerned, it is pretty tough to have vision if 
you don’t have money to frmd the vision. Now, I am aware that 
every administration since I took over this job 10 years ago and 
every administration prior to tiiat has underfrmded this agency 
through its budget request. I am also aware that Congress has con- 
trol of the purse strings, and I am also aware that though the ap- 
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propriations process, if they so choose, based on information pro- 
vided by people l^e me and the others at this table. Congress can 
fund that program at whatever level it wants. 

So to say it wasn’t requested and therefore wasn’t appropriated 
is circular reasoning in my view, with all due respect, Iwcaxise this 
Congress can do wi& the money what it chooses to do. So it is pret- 
ty tou^ to see a vision when you don’t have tibe money to fund 
it. Th ank 5 rou. 

Mr. Gross. I have two parts to a vision. A vision to me is you 
have to have a mental vision of where you wemt to be. You have 
to tn1k with o&er people. You have to get some collaborative infor- 
mation and you get a mental image of what you want to do. And 
then there is a shared vision, and that shared vision would be with 
folks like us sitting at your table here and that is how you know 
you would be done. It is not a vision statement. It is not statement 
platitudes. It is how do you make it done. 

If you didn’t have a mental imeige and a mental image of we are 
going to employ x amount of vets, that is not forward-looking. You 
have to say that our mission may be to employ vets but what does 
it look like and how do we know when we are done, and that is 
short-term and long-term goals. So that is how I see it. 

Mr. Magill. I would like to see VETS, and I think it is possible, 
to be the agency of choice for veterans when they seek employment 
and training. I think that VETS, given the mandated staiimg levels 
and the funding — and I have to agree with you, sir, that it is a 
combination of things. You do have to request the money and then 
Congress has the responsibility to appropriate it. I believe that 
VEl^, given ^ose two things will and can be the choice for 
veterans. 

Ms. Brown. I have a follow-up question for you, sir. You said 
somethtog about Vietnam. What do you think of the Commission’s 
recommendation to drop the Vietnam veterans from eligibility? I 
didn’t quite get your comment on that. 

Mr. Magill. If you are referring to the 4-year entitlement, is 
that the recommendation? That the benefits are only for — ^will be 
available for 4 years? My comment on the DVOPs — and that has 
already been enacted into law, previous law — stated that they had 
to Vietnam veterans. I am a Vietnam veteran and I am certainly 
not looking for a new career. After I retire, I may want to come into 
a part-time job, but certainly not start a whole new 20-year career. 
So it was su^sted and it was put into bill form that that require- 
ment be repealed and that has occurred, 1 believe, last year. And 
I believe that this is an important step because it gives a lot more 
latitude in who ^ey can hire. 

Ms. Brown. Last question. What do you think of the Commis- 
sion’s recommendation to cut the number of field personnel? 

Mr. Hubbard. That is a non-starter, Ms. Brown. That doesn’t do 
veterans out there in the field who are searching for work any good 
whatsoever. It degrades the abilily of the agency to provide coun- 
seling, heavy-duty counseling, case management ^rpe counseling, to 
those people who need the agency’s help &e most. 

Ms. Brown. One comment. Someone passed me a note. Former 
Congressman Natcher routinely added additional monies to the 
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DOL appropriation subcommittee for VETS’ programs. So Congress 
can add additional monies if it » not requested. 

Baskerville. I agree witli that, but my argument with 
VETS — and I have had a number of conversations with Mr. 
Borrego about it — if you want something, you need to ask for it. If 
you know liie level of funding necessary to support your program, 
you need to ask for. To straight-line your budget request for 3 to 
5 years is ludicrous, and I can assure you that DAV will continue 
to press the Department of Labor and VETS to ask for adequate 
hmding in Ae future. 

Ms. Brown. Just in closing, you are absolutely right, but one of 
the problems is that if the Secretary or OMB doesn’t recommend 
it, then that recommendation doesn’t get to us; and that is why 
your positions are so important, because you can go over their 
recommendations and come directly to Confess and let us know 
how you feel about the funding levels. I think you all do a good job, 
and ^ecially when you talk to us back in toe district. We bear 
you. Tnank you for the role that you play. And toemk you, Mr. 
Chairman. 

Mr. Everett. Thank you. I would just simply say to my col- 
league, they can also go to the administoation. 

Ms. Brown. That is ri^t. 

Mr. Everett. I want to thank all our witnesses today for riving 
the subcommittee the benefit of their testimony. From what I have 
heard t^ay and from the record of the hearing 4 years 2 igo, I can 
only conclude little has chang^ with the Veterans’ Employment 
and 'Training ^rvice at the Department of Labor. This program 
spends a lot of money to help only a few veterans. It seems to nave 
no vision, no real plan for toe fhture, even though there is a revolu- 
tion going on in employment services in the 50 States. 

Let me state my vision for the future. I am going to recommend 
Chairman Quinn of the Subcommittee on Benents who has le^la- 
tive jurisdiction over these matters, that he consider riving VETS 
a time certain along the lines of toe Transmission Commission's 
suggestions, and that is 2 years, plenty of time, to greatly improve 
its performance and planning. 

If it does not show improvement and produce a satisfactory road 
map to the future after this period, toe program should be dras- 
tically overhauled. Veterans deserve much better service than this 
program has been delivering. Business as usual should be over, 
without objection, members will have 5 legislative days to submit 
statements and questions for the record. 

This hearing is ac^oumed. Thank you all. 

[Whereupon, at 12 noon, the subcommittee was adjourned.} 
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APPENDIX 


REMARKS of HON. CORRINE BROWN 
V.E.T.S. Hearing 
Thursday, July 29, 1999 


Mr. Chainnan and Mr. Evans, I want to thank you for this opportunity to 
examine the possibilities for the Veterans Employment and Training Service 
(VETS). Employment is one oftbe keys to meeting veterans needs. Having a job 
at the end is a red incentive for disabl^ veterans to go through VA’s Vocatit^ 
Rehabilitatimi programs, as it is for veterans who have problems with mentd 
illness, substance abuse and homelessness to keep their eyes on the prize during 
the chdlenging work they must undertake to turn their lives around. 

In the past few years, the Department of Labor (DOL) has begun to get 
serious about addressing the q)ecific employment needs of veterans, as it is 
required to do by Title 38 U.S.C., which mandates jmMity of service for veterans 
in federal employment programs. Yet the job service iq>on>diich VETS relies is a 
jerry-built structure, pdd for by federal funds through grants but operated by state 
governments. The opportunities for inefBciency and ineffectiveness are 
considerable. 

Today we are here to examine VETS’ program effectiveness and strategic 
planning. The Veterans Benefits Subcommittee envisions writing significant 
legislation yet this year that would take advantage of the testimony of this hearing 
to help develop a picture of needed changes. This committee’s staffbas been 
working for several months with VETS staff to develop topics most worth 
reviewing at this hearing. 

Strategic planning - as envisioned by the Government Performance and 
Results Act (GPRA) - calls for a ruthless look at where an agency is, and a clear- 
eyed vision of where it needs to go, with an understanding of what steps are 
necessary in between. Employment services have changed drastically in the past 
several years. The old mo^l of the job service is ^ving way to more federal-state 
^ant programs as power devolves to the states. This is a mixed blessing at best. 
Avalization u part of the mix, as are the r^idly expanding uses of high-tech 
cyberspace information highway opportunities. 
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Our greatest concern in Congress is that VETS will concentrate on doing 
what it does now, but better. VETS must provide us a vision. VETS must suggest 
to Congress how we on the Hill can restructure the agency and the laws binding it 
To do this, it must give us the light of a coherent visualization of what VETS 
needs to do differently five years from now, and what the path of its 
transformation needs to be. If it cannot - or will not — then I am concerned for its 
future. We are operating in an atmosphere I believe to be less and less interested 
in the needs of veterans. Without showing us the whys and the hows and the 
useful results to our Nation, those of us who believe there is a real need for 
veterans employment programs will be fighting unarmed. 

I believe veterans will always deserve help from the federal government to 
give them a chance to recover the position they have relinquished by going to the 
end of the employment line while serving their Nation. Even more, those injured 
and disabled in that service must be given genuine, serious help through both 
vocational rehabilitation efforts and special employment programs. The priority 
of service promised in Title 38 is not a give-away, nor was it meant to be. What 
the Results Act envisions throughout the federal government is especially 
important in veterans employment. We need results, not mere process. 

We have asked the General Accounting Office (GAO) to evaluate VETS’ 
strategic and performance plans. Their testimony is highly critical. Assistant 
Secretary A1 Borrego, no stranger to the House Committee on Veterans’ Affairs, 
will speak for VETS. In addition, we will hear this rnmning from Ron Drach, a 
former member of the recent Congressional Commission on Servicemembers and 
Veterans Transition Assistance and a well-respected authority on veterans 
employment issues. Finally, I look forward to hearing from the spokespersons for 
the veterans service organizations, also knowledgeable on these topics from a 
consumer point of view. 

I look forward to your testimony this morning. Thank you, Mr. Chairman. 
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Remarks of the Honorable Lane Evans 
VETS Hearing 
July 29, 1999 

The G.I. Bill of Rights at the end of World War 11 recognized the importance of having a 
decent job for veterans returning from service to their Nation. That goal was later codified in 
Title 38, United Stales Code, which says in the current version of Chapter 41: “As long as 
urtemploymeot and underemployment ccmtinue as serious problems among disabled and 
Vietnam*era veterans, alleviatuig unemployment and undoemployment among such veterans is i 
national responsibility." 

The Veterans Employment and Training Service (VETS) has long been our arm against 
unemployment and underemployment among veterans. Former Assistant Secretary Preston 
Tq'lor and current Assistant Secretary At Borrego have significantly advanced VETS' position 
within the Department of Labor (DOL). and have introduced innovations and stakeholder input 
as regular features of the agency's operationa. 

Today we are concerned with results - what "bang lor the buck" is America getting from 
VETS? Two years ago, 1 said before a hearing on VETS and the Covemmeni Performance aitd 
Results Act (CPRA) that the CPRA requires consultation with Congress. “Meaningful 
consultation on veteran employment and training issues is critically important," I said. 

1 am concerned with the level of consultation the House Committee on Veterans' Affrirs 
has had with VETS. 1 believe that preparing for bearings is not sufficient. CPRA envisions a 
real wMking relationship. I am concerned about the extent to which VETS has been a closed 
shop, solving its own problems and telling Congress it has done so, without asking us to be a 
resource. 


1 share the concern of other Members here today that much may be inadequate and off- 
tbe-mark in VETS' strategic and performance planning. It is disturbing to read an analysis that 
says VETS is either in disarray with neither a sense of direction nor much idea how to ^al with 
future challenges, or simply incapable of conveying to Congress its vision and the steps we must 
help them take into the fiiture. 

Thank you, Mr. Chairman. I want to thank our witnesses for coming this irtoming. As 
always, 1 look forward to hearing from both A1 Borrego and the veterans service organizations. 

It is good to see Ron Drach here, to comment on the recoriunendations of the Congressional 
Commission on Servicemembers and Veterans Transition Assistance. I respect, as always, the 
work of the General Accounting Office, and I welcome Carlotta Joyner back before a Veterans 
Affitirs Corrunittee bearing. 1 appreciate your testimony, and 1 look forward to your 
presentations. 
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Mr. Chairman and Members of the Subcommittee; 


Thank you for inviting me here today to discuss the Veterans' Employment 
and Training Service (VETS) and its planning activities under the 
Government Performance and Results Act of 1993. 

The Congress has made it clear that alleviating unemployment and 
underemployment among veterans is a national responsibility. Although 
the Department of Veterans Affairs is responsible for most of the nation's 
services for veterans, the Department of Labor administers VETS and other 
programs and activities designed to help veterans obtain employment and 
training. Recently, policymakers have focused increased attention on VETS 
and its programs. For example, in January 1999, the Congressional 
Commission on Servicemembers and Veterans Tiansitian Assistance issued 
a report that raised serious concerns about the performance and 
effectiveness of VETS' programs.' Hie Commission’s report made a number 
of recommendations, including that the Congress establish effective 
operational outcome measures for VETS. The Congress has also been 
interested in addressing the employment needs of the entire American 
workforce, including veterans. For example, to streamline the delivery of 
services of the nation's workforce development systems, the Congress pasted 
the Workforce Investment Act of 1998 (WIA). By establishing one-stop 
career centers, among other actions, WIA will affect how VETS will serve 
veterans in the future. 

My comments today will focus on (1) our observations on VETS' strategic 
plan for fiscal years 1999 through 2004 and (21 our observations on VETS' 
ftscaJ year 2000 performance plan. My testimony is based on our review of 
VETS' most current strategic plan (revised as of May 1999) and VETS' fiscal 
year 2000 annual performance plan, discuaiiona with agency officials about 
those plans, our review of VETS' fiscal year 1999 performance plan,' and 
our comprehensive 1997 report on VETS’ grant programs.’ 

In summary, while including each of the basic eomponenU required by the 
Results Act. VETS' May 1999 revised strategic plan and ita fi^l year 2000 
performance plan lack vision and clarity and do not clearly identify what 
the program is to achieve and the direction the agency intends to take. For 
example, the atrategic plan includes a mission statement and acaociated 
strategic goals; yet neither are clearly conveyed, making it difficult to 
undentand where VETS is trying to go and how it is planning to get there. 
Similarly, we found that VETS' performance plan provides only a 

limited picture of the agency's intended performance for fiscal year 2000. 
The planning and communication framework eatablished by the Reaulta Act 
gives VETS an opportunity to discuss ita reaponsibilities and how it intends 
to fulfill them, describe areas for improvement, and diacuss ateps it will 
take to improve its performance. But VETS has not taken full advantage of 
this opportunity. Its strategic and performance plans fail to addresa how it 
will help shape the way employment services are delivered to veterans and, 


"The Commission, estaUiahed as part of the Veterans’ Benefits 
Improvement Act of 1996, was directad by the Congress to review programs 
that provide benefits and services to veterans and service members making 
the transition to civilian life. Report of the Coneresaional Commis sion on 
Servicemembers and Veterans TVansitiof i Assistance (Arlington, Va.: Jan. 
14. 1999). 

Rippl o vmc n t and Traininx S ervice: Assessment of t)>e Fiscal Year 
1999 Performance Plan (GAO«EHS-98-240R. Sept. 30. 1998). 

Fi«plovfn»nt _agd_Training_ Services Provided bv Ljbor 
n»p«»-f.ment Programs (GAO/HEHS-98-7, Oct. 17, 1997). 
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in particul^i how it will adapt to the new employment training 
environment being created by technolc^csl changes and WIA. 

BACKGROUND 

VETS administers national programs intended to ensure that veterans 
receive priority in employment and training opportunities. VETS assists 
veterans, reservists, and National Guard membra in securing employment 
and protecting their employment rights aitd benefits. Services provided are 
to be consistent with the changing needs of employers and the eligible 
veteran population, with iniority given to disabled veterans and other 
veterans with significant disadvantages in the labor market. 'Hh key 
elements of VETS’ services include enforcement of veterans' preference and 
reemployment righta, employment and training asaistance, pubUc 
information services, interagency liaison, and training for those assisting 
veterans. VETS' programs are included among those affected by the recent 
passage of WIA. In addition, the agency has prepared plans in accordance 
with the re<|uiremeats of the Results Act. 

VETS Programs 

VETS carries out its responsibilities through a nationwide network that 
includes representation in each of Labor’s 10 regions end staff in aaeh state. 
The VETS staff at the state level monitor the operation of VETS' two 
primary programs providing employment and training assistance to 
veterans: the Disabled Veteran's Outreach Program (DVOP) and the Local 
Veterans' Employment Representative (LVER). DVOP and LVER staff, 
whose positimxs are federally funded, are part of states' employment service 
systems and provide direct employment services to eligible veterans. States' 
employment service systems were established by the Wagner-Peyser Act of 
1933. Under the act, fends are allocated to each state to plan and 
administer a labor exchange prc«ram that meeU Uia needs of the states' 
employers and job seekers. Labor’s Employment and Training 
Adminiitration (ETA) provides gsneral direction, fending, and oversight of 
states' employment service systems. The total fiscal year 1999 
appropriation for VETS was about $183 million, including $80 million for 
DVOP spectalists and $77 million for LVER staff. These fends are expected 
Co pay for about 1,300 LVER positions and 1,400 DVOP positions. Ihe 
sppropriation also included about $24 million for administrative costs and 
$2 million for the National Veterans’ Training Institute, which trains 
DVOPs, LVERs, and others. 

LVERs were first sutborixed under the original GI Bill-tbe Servieemen'e 
Readjustment Act of 1944; DVOP specialista were established by executive 
order in 1977 and later authorised by the Veterans' Rehabilitation and 
Education Amendments of 1980. The duties of DVOP and LVER staff for 
serving veterans, as specified ^ law, include 

- developing jobs for veterans, 

- networking in the community for employment and training programs, 

- providing labor exchange services to veterans, 

- making referrals to support services, and 

- providing case management. 

The DVOP and LVER F^ograms provide employment and training 
opportunities spedfically for vetoans, giving priority to the needs of 
disabled veterans and veterans who served during the Vietnam era 
(generally August S, 1964, to May 7, 1976). States an expected to give 
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priori^ to veterans over nonveterans ibr services in their state employment 
service systems. In the simplest tenns, this means that local employment 
oflices are to offer or provide all services to veterans before offering or 
providing those services to nonveterans. To monitor the programs. VBTS 
has established and used for several years internal performance standards 
to determine state compliance with requirements to give employment 
services to veterans, 'niese standards of performance evaluate states in five 
service categories: (1) veterans placed in or obtaining employment,' (2) 
Vietnam-era veterans and apedal diaabled veterans' placed in jobs on the 
Federal Contractor Job Lilting, (3) veterans counseled, (4) veterans placed 
in training, and (5) veterans who received some reportable service, such as 
job referrals. To ensure priority service to veterans, VETS expects veteran 
applicants to be served at a rats exceeding the service to nonveteran 
applicants. According to VETS’ internal performance standards, veterans 
and other eligible people* should be serv^ at a rate IS-percent higher than 
nonveterans, Vietnam-era velerana at a rate 20-percent higher, and 
diaabled veterans at a rate 25-percent higher; and the placement rates for 
special diaabled veterans in jote listed by federal contractora should also be 
25-percent higher than the rate for nonveterans. Thus, if a state’s 
placement rate for nonveterans is 10 percent, the placement rate for 
veterans should be 11.5, or 15-percent higher than the nonveteran 
placement rate. 

In our past reviews of VETS' pn^rams, we have pointed out that the use of 
such standards results in states with poor levels of service to nonveterans 
being held to lower standards for service to veterans than states with better 
overall performance. In addition, while the firat two of the five performance 
Btandaida are reaulta-oriented, they do not require information about the 
quali^ of job placementa, such as wages and benefits, or whetiier jobs are 
permanent-that U, employment expected to last longer than 160 days. The 
remaining three standards are activi^- and volume-driven and provide 
states little incentive to focus services on those veterans who are marginally 
job-ready or are most in need of intensive employability development 
servicea. 

Workforce Inveetment Act 

VETS' will be affected by WlA, which streamlines the delivery of workforce 
preparation and employment services. Under the act, each local area will 
be required to establish, by July 1, 2000, a one-stop career center that 
includes access to services provided under multiple programs. These one- 
stop career centers are intended to provide customers convenient access to 
employment, education, training, informstian services that, in the past, 
have often been provided at separate locations and were based on customer 
characteristics such as income or employment status. Because DVOP and 
LVER staff are a part of the employment services, VEME’ current service 
delivery methods will be affected. In establishing these one-stop centers, 


'Labor defuies "placed in employment" as the hiring by the employer of 
veterans referred by a state employment office, and "obtained employment’ 
is defined as individuals who secure employment within 90 days of receiving 
services from the state employment offices. 

*A special disabled veteran is (1) a veteran who is entitled to compensation 
(or who, but for the receipt of militaiy retired pay, would be entitled to 
compensation) under laws administered by the Department of Veterans 
Affairs for a disability rated at 30 percent or more or (2) a person who was 
discharged or released from active duty because of a service<onnected 
disability, as defined in title 33 of the United States Code. 

‘Certain nonveterans who are dependents of veterans are also eligible for 
priority service, as provided for in title 38 of the United States Code. 
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some states are adoptmf uaivereal anvice delivery approaches that involve 
assigning a sin^ center staff member to provide services offered under 
multiple programs to center customers. Because DVOP and LVER staff 
can only i»ovide assiirtance to veterans, and because their roles in one-stop 
centers rvere not specifically addressed in WIA, it is unclear bow they will 
function with regard to new one-stop career osniers. 

Manogino for Results 

The Results Act seeks to improve the effidency, sSectiveneas, and public 
aceountabiliQ' of federal agencies as well as to impsove congressional 
decisjonmaking. It aims to do so by promoting a focus on program results 
and providing the Congress with more objective informstion on the 
achievement of statutory goals than was previously available. The act 
outlines a series of steps whereby agencies are required to identify their 
goals, measura performance, end report on the degree to which those goals 
wers met. Acecsdingly. asecutive branch agendea wera required to submit 
the first of their strategic plans to the Office of Menagement and Budget 
(OMB) eikd the Congress in September 1997 and their first annual 
performance plans in the spring of 1998. Agetrdes have recently submitted 
their second annual performance plans. Starting in March 2000, each 
agency is to submit a report comparing its performance for the previous 
fiscal year with the goals in its annuel perfonnanee plan. Although not 
required by the Results Act, Labor's component ageirdet, such as VETS, 
also have prepared strat^c and perfomumce plana at the direction of the 
Secretary of labor. 

The Results Act requited sgendes to submit the first of their strategic plans 
to the Coikgrees in September 1997. ‘Ihe itralegie plant are to provide a 
long-term view (6 years) of the direction an agency is planning to take. To 
help delineate this direction, the strategic plans are expected to contain six 
key elements: (1) a compreheiuive agency mission statement, (2) strategic 
goals and olyectives for all mqjor funetioits and oparationa, (3) approaches or 
strategies arid the resources needed to achieve this goals and olge^ves, (4) a 
description of the ralationship between the long-term goals and objectives 
and the aiuual performance goals, (5) an iden^cation of key factors 
external to the agency eitd bc^itd its control that could significantly affect 
the achievement of the strategic goals, aitd (6) a description of how program 
evaluations were used to establish or revise strategic goals and a schedule 
for future program evaluetioiu. 

'The Results Act also required thet agencies, building upon the decisions 
made as part of the atrat^ic planning inocaas, develc^ annual performance 
plans covering each program activify set forth in their budgets, 'nie 
ol^tive of this requirement was to establish a corutection between the 
long-term strategic goals outlined in the e&ategic plans and the day-to-day 
activitiea of managers and staff. PerfoimaiMe plans are to include annutd 
performance goals linked to the adivitiei diapla)^ in budget presentations 
as well as the indicators the agency will use to measure performance 
against the results-oriented goals. Agencies are then to report each year on 
the extent to which they met theae goals, provide an explanation if they did 
not meet these goals, and present the actiona needed to meet any unmet 
goals. 

VETS’ REVI5ED STRATEGIC PLAN ADDRESSES 
STATUTORY REQUIREMENTS BUT COULD BETTER 
CONVEY ITS Ml.tKinN AND HOW IT WILL BE ACHIEVED 

VETS' May 1999 revised strategic plan included the basic components 
required by the Results Act, but it is not well organized, and important 
information included in the plan U not clearly articulated. Such drawbacks 
make it difficult to understand what the agency hopes to achieve over the fi- 
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year period. For example, whik tlie reviaed p^ ineludaa etrategies 
intended to achieve goals, many of the strat^iM p res en te d do not describe 
^e steps VETS will take and the needed resources and technology. 

Comprehensive Mission Sutement an d Strategic Goals Need Improvement 

In its revised plan. VETS includes a mission statement that reflects its 
mqor statutory responsihilities and presents related strategic goals, which 
are aligned with Labor's departmentwide strategic goals.’ However, both ite 
mission statement and its strategic goals could improved in important 
ways. While VETS' znission statement, *to help veterans, reservists, and 
National Guard members in securing employment, training, and the rights 
and benefiu associated with their milita^ service,’ describes its significant 
statutory responsibilities, the statement itself does not convey the specific 
outcomes or results associated with accomplishing VETS' mission. For 
example, VETS officials recently briefed congressional staff on their revised 
plan and noted that, among other things, the agency intends to promote the 
economic security of veterans. Such an outcome-onee economic seciuity is 
further defined»is more results-oriented, and the agency's mission 
statement could be improved by incorporating this snd other eueh outcomes. 
By broadening its mission statement in this way, VETS would better 
communicate what it bopat to accomplish. VETS could also improve ite 
miseion statement by including information that would describe how ite 
mission is different from other agencies with similar missions or activities-- 
that is, what makes VETS' employment, enforcement, and other activities 
unique. 

To help guide the agency toward accomplishing its mission. VETS presents 
three strategic goats in its plan; 

1. Give veterans Tnerimum emplc^ent and training opportunities 
within the workforce. 

2. Assist veterans, resarviste, and National Guard members so that they 
do not lose private (non-VA) pension ri^M or benefits because of 
military service or required training. 

S, Reduce discriminetien toward veterans in the workplace arising from 
military service, service-connected disability, or National Guard and 
reserve training. 

In general, VETS' three strategic goals (1) are not clearly articulated or 
expreeeed in a manner that allows for future assessment and (2) are not 
sufficiently explained so that plan readers can understand VETS' rationale 
for developing and pursuing them. For example, with respect to the first 
strategic goal, the j^an doee not elaborate on how VETS would measure and 
quantity maximum opportunities in the woricfbrce. 

VETS' second strat^^ goal-protecting veterans' private pension rights- 
eppears to be addressing an underlying problem or issue, but it is unclear 
what the problem is and bow prevaient it may be. VETS' plan doee not 
discuss why the agency has d^eloped this goal, nor does it cleariy convey 
the general course of action VETS is taking to ameliorate the problem. 
Moreover, this goal does not reflect the importance of the employer 
population and its role and needed support. If the goal was broadened and 
stated more positively, for example, *to increase veterans' awareness and 


’Labor’s three strategic goals are (1) A Prepared Workforce: Enhance 
opportunities for America’s workforce, (2) A Secure Workforce: Promote the 
economic security of workers and families, and (3) Quality Wor^laces: 
Foster quality workplaces that are safe, healthy, and fair. 
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lutdcntuirfiDg of tlioir Donmilituy pensiui rights and to inoease 
employers’ understanding and euf^rt of Uiase rights,' then the reader 
mi^t more easily understand what VETS is trying to achieve. 

Similarly, VETS' third strategic goal-relating to reducing discrimination 
toward veterans-while being reaults-oriented and measurable in some form, 
is not accompanied by any additional information needed to understand the 
extent of the problem. An accompanying discussion would help the reader 
link the strategic goal to VETS' mission statement as well as understand 
the extent of the problem. 

Diseuaaion on Strateeea to Goals U Vague 

For each strategic goal, VETS liata related performance goals and strategiea 
describing how the agency will accomplish its goals. In many cases, 
however, VETS appears to confuse goids with stratagies»that is, it confuses 
where it wants to go with how it will get there. For example, under its first 
stratepc goal, VETS has a performance goal to *implement a Life Long 
Learning system to ensure individuals entering nrilitary service acquire or 
develop the knowledge, skills and abilitias necessary to achieve economic 
securi^ that eliminates new homelessness or economically disadvantaged 
veterans.' First, it is not clear whether this responsibili^ even falls within 
VETS' purview; it is aleo not clear whether this is actually a goal or a 
means to achieve a goal. 

In addition, a discussion of VETS' relationthips with other Department of 
Labor agencies U largely missing from the plu, even though, in some cases, 
VETS relies on them or could work with them in achieving its goals. For 
example, ETA provides much of the data VETS needs to measure program 
performance, but the plan includes little information on bow VETS plans to 
work with ETA to obtain thate data. Another Labor agency, the Pension 
and Welfare Benefits Administration (PWBA), should be a stakeholder and 
included in VETS’ atrat^ic plan, espedally in light of VETS’ strategic goal 
to ensure veterans’ pension ri^ts. PWBA has oversight responsibilities for 
the nation's private pension plans, and we believe that recognition of 
PWBA’a responsibilities and potential for eoUaboratioD should be discussed 
in the plan. Developing an effective working rslatioikship with PWBA would 
likely further VETS' goal of protecting veterans’ private pension rights. 

Key Extern al Pactore 'Ihat May Affect 
Agency Performance Are Not Clearly 

Agencies are required to state in their plans external factors that are 
beyond their control, in this way idanti^'ing, in advance, possible reasons it 
may be difficult to achieve some etrate^ go^ and helping agencies devise 
approaches for overcoming them. However, the plan does not clearly 
explain for many of the factors how they could ^lect VESTS’ ability to meet 
its goals. In addition, VETS lists as external some factors that are internal 
and over which the agency has some control. For example, 'continuing 
changes at the state level of the employment delivery syetem will make it 
difficult for VETS to effectively predict or plan for specific outcomes for 
veterans’ is described as an external factor beyond the agency’s control. It 
would be helpful, however, to acknowledge that these changes are to eome 
extent within the agency's control, to detail the kinds of changes e;q>ected. 
and to explain what the effecta of these changes might be. Because VETS’ 
own programs ais a part of this very delivery qratem, it is surprising to see 
sudi a statement cited in a list of fiutors beyond agency control. In fact, 
planning for outcomes while changes continue to occur in the state 
employment delivery system is oitical; ws believe tbia U an area that 
should be addressed more fully in the plan's goals and atrat^ea. 
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Purpose of Program Evaluatiom la UneUar 

VETS' sectioD OD program evaluations-which include aasessmenta of the 
implementation and results of programs, operating policies, and practices-ia 
not clearly presented and does not include a schedule outlining ftiture 
evaluations. It is difficult to discern from the discussion what VETS is 
trying to achieve with ita evaluations and what it plans to do in the future. 
For example, VETS states that "to address the issue of job stabiUty or 
advancement over time, VETS will investigate more efficient ways of 
collecting baseline data and measuring results over time. By fia^ year 
2000, the means to obtain this information, whether throu^ survey or 
other approach, should be in place to provide the longitudinal infonnation 
•ou^t.' It would be helpful if the deecription more clearly addressed what 
the issue is, what the purpose of the data would bo, who would conduct the 
evaluation, and when it would actually occur. 

VETS' ANNUAL PERFORMANCE PLAN 

COULD BE SI GNIFICANTLY IMPROVED 

VETS' fiscal year 2000 performance plan is the agency's second such plan 
prepared under the Results Act. While the plan shows improvement in 
some ways over VETS' first such plen, the fiscal year 2000 plan could still 
be improved sigitificantly. Among the plan's strengths are that its aimual 
performance goals are aligned with the egetKye mission and with Labor's 
dspartmsntwids strategic goals. For example, its annuiil performance goal 
of assisting 300,000 veterans to find jobs is aligned with its miuion, which 
ineludea providing veterans with employment arid training assistance. But 
like VETS' first performance plan, the fiscal year 2000 plan provides (1) 
only a limited picture of intended performance across the agency, <2) an 
incomplete diseuesion of strategies and resources VETS will use to achieve 
its goals, and (3) limited confidence that agency performance information 
will be credible. For example, althou^ the plan indirectly states that 
VETS' strategic goals include helping young, minority, and women veterans 
to get jobs, the plan does not include any «nnn«l performance goals related 
to this effort. The plan's major strengths and key weaknesses are the 
following. 

Major Stoengths: 

■ Agency's goals are aligned with Labor's departmentwide goals. 

• Performance goals are aligned with agency's mission. 

Key Weaknesses: 

' Performance goals are inadequate to ensure progress toward achieving 
strategic goals. 

• Performance indicators will not adequately measure progress toward 
some goals. 

• Plan provides no or few details concerning strategies for achieving 
performance goals. 

• Plan provides limited confidence that performance infonnation will be 
credible. 

VETS’-Perfonnanee Plan Provides a Limited Picture 
of Intended Performance Across the Agency 

While VETS’ performance plan includes goals designed to address critical 
program areas, overall the plan does not give a clear picture of intended 
performance across the agency or its programs. VETS' plan includes seven 
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performance goala that are miaMn-related and linicait to two of VETS' three 
strategic goals; in turn, theee performance goals are linked to a 
departmentwide strategic goal. Four of the seven performance goals are 
intended to track progress toward VETS' first strategic goal of helping 
veterans to find jobs. One goal, for example, is to "assist 300,000 veterans 
to find jobs; 9,000 will be service-connected disabled veterans, and 3,500 will 
be veteraiu who are homeless." The goal, which is linked to VETS' first 
strategic goal, is also linked to Labor's departmentwide strategic goal of 
enhancing opportunities for America's wo^orce. But despite an 
explanation in the plan that this strategie goal includes helping those 
veterans with disproportionately hi^ unemplo)ment rates-young, minority, 
and women veterans in particular-none of the four performance goals 
aligned with this strategic goal focuses on these vetenms. As a result, 
VETS' plan does not encourage program performance that leads to achieving 
this aspect of its strategic goal. Of the plan's seven goals, the three 
remairung performance goals are all linked to VETS' third strategic goal 
and are, in turn, similarly linked to a departmentwide strategic goal. 
However, a mgjor plan deficiency is that it does not contain any annual 
performance goats to track progress toward VETS' second strategic goal, 
thus there is no indication of how VETS will assess its performance of 
ensuring that private pension rights are protected. 

While VETS has identified performance measures for each of its 
performance goals-an improvement horn its fiscal year 1999 plan-some of 
the performance measures will not adequately indicate progress toward 
achieving VETS’ goals, For example, one performance goal linked to VETS’ 
third strategic goal is to "increase veteran and federal agency awareness of 
federal veterans' preference rights." VETS plans to measure pn^ress 
toward meeting this goal by the number of contacts made wi^ federal 
agencies. While the number of contacts made with federal agencies may be 
a reasonable measure for indicating the extent of agencies' awareness, it 
may not adequately measure any progreas toward increasing employses' 
own awareness of their rights. In addition, unlike its first plan, VETS' 
fiscal year 2000 perfonnaoce plan does not discuss any of the performance 
measurement challenges it feces as a result of sUtes' increasing use of 
technology. VETS prior plan noted that many job-ready applicants are 
increasingly able to conduct electronic job eeaiehes at state employment 
service agencies, or remotely via the Internet, without first registering. 
Without registering users, states and VETS arc unable to easily dstermine 
the number of veterans who are assisted in findingjobs. While VETS 
stated in ita first plan that it may need to explore alternative performance 
measures in light of this change, the Gacal year 2000 performance plan does 
not, nor does the plan include any revised or new performance goals or 
measures that recognize such challengee. 

VETS' Performance Pla n Provides a rM. nisaion of Stratenes 

and Resour c ea the Agency Will Use t o Achieve l u Perfo n nao c e Goals 

Similar to our observations about its first plan, VETS’ fiscal year 2000 plan 
(1) gives few or no details on its strategies for achieving VETS’ goals and (2) 
does not explain how Results Act goals will be integrated with the 
performance standards VETS has traditionally set for statee. As a result, 
the plan does not clearly convey bow VETS will adueve its goals. For 
example, throu^umt ita plan, VETS labels several statements as strategies 
that are not strategies-Uint is, the operational proceaaes, skills, technology, 
and resourcea that it will use to achieve its goals. One such statement is; 
"The Disabled Veterans’ Outreach Program is a grants-to-State program 
authorized by Section 4103A of Title 3B, United States Code." Obviously, 
this is not a sCrat^y. In other cases, VETS' plan contains no discussion of 
strategies for dealing with significant changes to its operating environment, 
such as those now under way aa a result of WlA. While VETS’ plan 
acknowledges that <»ie-Btop career centers will become much more prevalent 
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during fiscal year 2000, it provides no slrat^es for dealing with the 
potential consequences. One such consequence includes increasing 
constrainta on state agencies' staffing resources. For example, because one- 
stop career centers consolidate multiple workforce development programs, 
including unemployment insurance and employment services, some state 
agencies are cross-training their staffs to administer multiple programs. 
However, the statutory provisions do not allow VETS-funded DVOP and 
LVGR staff from performing other than specified duties and serving people 
odier than veterans. VETS' plan does not discuss such constraints or 
present any strategies for dealing with them, such as working with the 
Congress to determine whether legislative or regulatory changes are needed 
to better serve veterans. 

In addition, VETS’ fiscal year 2000 plan does not discuss any strategies for 
integrating or reconciling VETS’ Results Act performance goals with the 
performance standards it sets for states. The current acUviQ'- and volume- 
driven nature of its state performance standards, in addition to becoming 
increasingly difficult to measure, may serve as a disincentive for states to 
assist those veterans who require mote intensive services. At the same 
time, some of VETS' Results Act performance goals consist of outcomes for 
hard-to-serve veterans, such as the goal to help 3,500 veterans each year 
who are homeless find jobs thst lead to careers. Witiiout a detailed strategy 
for addressing how it plans to hold states accountable for meeting multiple 
and potentially conflicting performance standards and goals, VETS may be 
unable to realize its own intended outcomes. 

In some cases, VETS’ fiscal year 2000 plan provides more detailed 
discussions of strstegies VETS plans to pursue to achieve its goals than did 
its fiscal year 1999 plan. For example, in discussing its fiscal year 2000 
budget priorities, VETS describes a strategy of developing a database 
containing the names of federal contractora and other employers along with 
other information such as the employers' standard industrial classification 
codes, recent hiring activity, and human resource personnel. This strategy, 
according to the plan, will allow DVOP and LVER staff to better identify 
potential employers for veterans by. among other things, making it easier to 
match veteraiu' skills to those required by local employers. VETS could 
improve its performance plan by presenting its other strategies in a similar 
maimer-that is. by providing enough iitformation for readers to understand 
what the agency plans to do, how it will do it. and how this will help 
achieve VETS’ goals. 

VETS' Performance Plan Does Not Promote Confidence 
That Agency Performan ce Information Will Be Credible 

Overall, VETS' fiscal year 2000 performance plan offers little confidence 
that the agency's performance information will be credible, a problem we 
also noted in assessing its fiscal year 1999 plan. According to the 
performance plan, VETS will largely rely on its state directors for verifying 
and validating performance data. The plan also states that "VETS will 
utilize internal control procedures to verify and validate data.’ The plan 
gives no further information, however, that would allow readers to judge 
whether such procedures are sufficient to ensure that VETS' data will 
accurately or reliably measure progress toward achieving performance goals. 
Additional information, such as a description of the information systems 
from which VETS will obtain its performance data, as well as clarifying 
what VETS' internal control procedures are, would assist plan readers in 
rendering ajudgment. 

CONCLUSION 

While VETS’ strategic and performance plans address many of the technical 
elements required by the Results Act, tiie plana fail to address most of the 
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requirement* in a clear, comprehenaive, and meaningful manner. Tliua, 
instead of pre sentin g a road map of where the agency is headed and how it 
ezpecta to get there, the plana present a muddled picture of its future 
direction. In esaence, the plana miss the main point of the Results Act, 
which is to produce clearly identified programmatic results via detailed 
strategies. As written, the plans do not suggest with any degree of 
confidence that VETS offidala have a coherent end result in mind. In our 
view, much more work is needed to demonstrate that the programs are 
being managed for results, thereby enabling the Congress to aasess progress 
and identify areas needing improvement. 


Mr. Chairman, thia concludes my prepared statement. I will be happy to 
answer any questions that you or other Members of the Subcommittee may 
have, 


10 


GA(yr-HEHS-99-l77 



45 


RRt-ATRn r.AO PRODUCTS 

Agency P^rfonpiin*^ PUn»- of Practice T^t Can Improve 

U»efulDM» tn rwi.innm«k*ni (GACVGGD/AIMD-99-69. Feb. 26, 1999). 

V»Ur«n»' Employment and Trainin g Service AmieMm ent of the Fiacal Year 
Performance Plen (GAO/NEHS-98-240R. Sept 30, 199S) 

Reeulte Act: Obeervetione on Labor'e Fiecel Yeer 1999 Performance Plan 

(GA(>HGHS-96-17SR. June 4. 1998). 


Agencies' Annuel Perform epee Plane Under the ReaulU Act: Aa Ai»e»»ment 
Guide to Facilitate Ongreseienel Dedsie n"i«^'"e (GAO/GGD/AIMD- 
10.1.18, Feb. 1998). 


Managing For Resulti: Agencies' Annuel Perfonnsjtce Plans Cen Hein 
Address Strategic Planning Challenges (GAO/GCD-98-44, Jan. 30, 1998). 

Veteran's Emnlovment a nd Treinirur Services Provided bv Labor 
Denartment Pmersms (GAO/HGH5-98-7, Oct. 17, 1997). 


Veterans' Employment an d Trab 
to Improve Agency Performance 


• Service: 


(GAO/T-HEHS-97-129, May 7, 1997). 


Agencies' StraUgie Plana Under GPRA: Key Questions to Facilitate 
Congressional Review iGA(VGGD-10.1.16. May 1997). 


(205S00) 


11 


QAO/r-HEHS-99-177 


46 


Tcstinioayof 
Espiridioa 'Al‘ Eknego 

Assistant Secretary for Vetenns’ EnqtloyiDetil aui Tnining 
DepaitmeniofLjfcor 
before tbe 

Ovosighl aod Investigatioos Subctnunittec of 
tbe Vetoans AAirs Cofflmittee 
U^. House of Repteseatttives 

July 29. 1999 


Mr. Chairman and Members of tbe Subcommittee: 

I appreciate the opportunity to address the subcommittee oo two imponani issues, the Report 
of the Congressional Commission on Servicemembers and Veterans Transilioo Assutance 
(Transition Commission) and the Veterans' Employinent and Training Service's (VETS) 
strategic plan, its goals and strategies. 


Transition Coamisiion 

The Congtcssional Commissioi on Servicemembers and Veterans Transition Assistance 
performed a long ovenhie service - a review of the Federally-funded benefits provided to our 
Nation's veterans. The Veterans' Employment and Training Service (VETS) of tt>e United 
States Depenmem of Labor (DOL)eppreciaics Congress' interest in recognizing and 
improving servicetncmbeis' and veterans' programs. I adc that our full response to tbe report 
be made a part of the record of this hearing. 

in our response, you will findthat we supprnl many of the objectives of the Commission's 
recommendations. We believe that America’s veterans deserve (be best benefits this Nadoa 
can provide and VETS’ services need to be efieebve and delivered efiicienlly to make the best 
use of available resources. Where we disagree with specific lecommendadons, it is largely 
because we have better vnyi of meeting the same objective. We believe that tbe breadth of 
the Commission's mandate and (be short period of tiiDe it had to carry it out has led to 
recommendations (hat I) in many cases fail to take into account recent imjaovements in 
programs. 2) ignore the impact of new legislatiMi such as tbe Workforce Investment Act of 
l99g(WlA), or3) tack the research necessary to fidlyevaluale the probiems inherent in the 
proposed solutions. As a result, we believe that the Cmnmission &iled to acknowledge 
VETS' integral roiein tbe DepattmemofLabor'semidoymeat and training programs, and 
how veterans need VETS to continue being an active DOL cmiiponenl in rmler to cfiectivety 
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develop programs lod policies «4ud) will govern tbe nitiae's ai 9 lo)iimi and (raining 
sysum of the 2lat cennny. 

One of Ibe moa troubling reconunendatiotis of the Commission, contained among tbe 
reconunendanons contained in tbe report under ISSUE D.B, changes the priorities among 
veterans fiv job search and placement services in the Employment Service system. We cannot 
support this proposal because it has the effect of excluding mosi veterans from priority for 
services. Under current law. more than 1$ million men and women who served honorably in 
the aimed forces of tbe United Stales are entitled to priority in Wagner-Peyser funded 
employment services. The Commission recommends reducing the population of eligible 
veterans to those vdto are disabled or who have barriars to employment, but limits all other 
veterans to those separated wttfain four years. A generous estimate would result in a reduced 
eligible group of about 2 millicm veterans. Tbe Commission argues thsi this grot^ 
those most in need “because of the high unemployment rale among recently separated 
personnel." 

But this argument ignores the BLS average 1998 unen^loymeril numbers showing that A6.f>% 
of aJI unemployed veterans are aged 45-64. and that this largegroup of veterans will feel the 
brunt of my such service restrictions. If veterans aged 35 and over ire added to this affected 
group the percentage grows to 69.65i of unemployed vetoairs bearing the brum of this 
Commission recoounendation. Thit recommendation also raises coocems thorn the millions 
of veterans who have been out for mm than four years: Vietnam-em tod Penian Gulf 
veterans, arid those who are gettiag out of college. It would deny priority to older working 
veterans who face corporate downsizing, plant closings, a technologies] displacement. In 
this era of incredible tectmological change, when the average worker will change jobs many 
timesinalifetime, wfaes millions wc^tojobs not even thought often years ago, the denial of 
priority for reemployment services would be harmful and unfair 

A second troubling point is Ibe long-term tecommendatioo of the OMBtnission to move VETS 
into the Department of Veterans Affairs (VA). While we share tbe Commission's goal of 
improving performance and ptovidiiig effective services across the Nation, we believe that 
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moving VETS into Ibe VA will DM sovc dK job-«ekii% vetBVB. The Coemiission nukes 
these recoffimcDdatioos alt time when VETS' posiliai wilhia DOL has never been snoogei 
and its woricing paitnenhips with other ^estcies nevs more productive. It also does so a yee 
after Congress passed historic emptoymenl and tnining lepslatimi - the WotUbice 
Investment Act (WIA) - which streamlined access to many programs under the umbrella of 
One-Stop Ceoten. the implementatioo of which will be overseen by DOL - VETS’ Irome.' 
VETS representatives, to make sure that veterans' rights are recognized and protected in the 
new system, actively partkipaied with staff from the Employineal and Training 
Administration (ETA) of DOL in promulgating interim final regulations pubtisbed in April 
1999 and developing planning guides and training to help Stales and localities implement 
WIA. While delivering veteran's enqtloymeni services in the traditional venue of the state 
employment office is dramstically chanpng under the WIA, we believe that being part of 
DOL and the WIA program will further assist veterans attd is cnicisl for such an effective 
role. 


Punhermore, creating a separate, smaller, duplicaie system with limited services to serve only 
veterans would jeopardize veteians' ability to access more than a dozen cuatomer-fiunlly 
services provided under this one-st^ system umbrella, and mdanger their well-eaiued right to 
priority of service in the Wagner-Peyser funded employment service. Setting up a separate 
emprioymenl system for veterans does neither veterans nor the taxpayers any favors. 

Employers have told the Department of Labor that they want to deal with ocm employment 
entity. The new WIA system is designed to be business-led, and we expect that employer use 
ofOne-Slop Center services will exceed the cufTenl UK of Employment Service offices. This 
repr ese nts a great o[^K>rtunity for veteran ‘'custrSDers" of One-Stops • an opportunity that 
would be lost if VETS’ programs were itsnoved fiom the workforce system and placed at a 
separate locatioii. Also, in such a duplicaie system, priority of service would be difficult, if 
not impossible, to enforce. All the benefits of the One-Stop center vrauld be lost to vetoans, 
while available to Ite of the workforce. Veterans’ anployment and training needs are 

better served in an organization whore ptimaiy funclioo is to develop aiaf provide 
employment and training programs. 
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disabled, and who serve as Disabled Vetenns Ouneach P rogram specialists (DVOPs) and 
Local Veterans En^rloymect Repeeseniatives (LVERX be replaced by other 
Spedficaliy, the Commissioo ptopoaes to Himinatf of 1,400 DVOPs and 1 ,f00 tVERs - all 
ofwhom ate vetenns - indr^Iace them with 1,010 Veterans Case Managers (VCM) and 
SS2 Veterans Employment Facilitaton (VEF) - poumiaily nomvetenns hired by private 
contractors. Our concern is both over the privatizatioooftbese employment services now 
provided to veterans in light of the Department's loog-staoding positioo that employment 
services must be provided by iiiettt>system staff and over the reduced availability of services 
from the smaller number of d e di c at e d staff. Funhennore, if the new staffing configuration is 
operated by a non-DOL program, we believe that vetsans will not benefil from less dedicated 
staff, operating i duplicative system, separated from the growing number of Orte-Stop offices 
around the country, with fewer services to ofler. To benefil from ell empdoymenl services 
availaUe. veterans would have to make 'two stops' to be assisted, talfaer than the 'one-stop' 
svailiUe to others. While the Commission's recommendalioa could result in a lower initial 
cost for VEFs and VCMs. VETS maintains that savings alone should not outweigh the quality 
of services for veterans. 


Employment and training services fm veterans ate undergoing revolutionaiy changes. VETS 
is le^iondiag to the challenget of change and positioning iladf to address the employment and 
training issues veterans will eocounlo ■nlhe21slceMuty. Tims, our last main issue is that the 
Commission did not address these developments. Since this informatioo is key to 
understanding the valuaMe contributioiis of VETS independently and as a com p ooent of DDL, 
we pre sen t mote details in our response to Issue O.E Odendly Credenlialing Batrien and 
Opportunities) recommendatioos and summaiiK that information here. 

First, VETS has developed a Military Resume Writer which will become an important part of 
America's Career Network. This is an on-line tool for DVOPs ud LVERs to use who 
helping veterans ttanslale their mililaty expericDCes hno civilian skills, and ensuies some 
degree of universality and quality cooDdI. VETS is working with the Emptoyment ind 
Training Administration to test 2 pilot programs in 6 stales m ensure veterans are receiving 
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ptiority of service. These iociudeearlyaceesstojobslisiedbyFedealconiiactoisaiidtbe 
aulomBtic Tefenals of veiasn resumes to posted jobs for uiiicfa they are qualified. 

Second, VETS has made great strides in the area of cetlificatim and licensiiig through iB 
Interagency Task Force on Certification and Licensing ofTransitionmg Military Personnel 
(Task F«ce) and (hni^ pilot p ro g r am s and other prcgects. The certification and licensing 
effort has been a departmental effort for over a year. In Ck(, the Task Force published an 
inieriin report two months before the Transition Commisaon's own repoit. 

Third, in addition to the Task Force, VETS is working with leading conpanies and unions to 
help veterans use the skills they acquired in foe military lo move quickly into career buitding 
jobs in growth industries like informetion technology (IT) and teleconununicalions. 
Companies like Cisco, Microsoft. Lucent Technofogies. ll.S. West. Pacific Bell and 
PowetComm. and unions like the Communicalioos Workers of America and the Intemaliooai 
Brotherhood of Electrical Workers are coming to VETS seeking assistance In filling their 
employment needs. 

Fourth, as part of its work on certification tod licensing, VETS is developing an Internet- 
accessible database of all Federal, stale, and ^vale licensing, cenificalion. and accreditation 
requirements which will become part of foe DepaflmeM of Labor's extensive job and training 
Internet sites. This website will provide service members end others with a one-slop center 
for learning how military skills relate to the tequiiemenls of the civilian economy. 

The process VETS tnd these oiganiatkms have developed to help qualified vetetans obtain 
qualityjobsisone that, once tested tnd perfected, could be employed lo help other groups in 
society — dislocated workers, disadvantaged youth, older workers, young people disaffected 
with traditional education, welfare recipients, and others, thus supplying foe skilled workers 
needed to continue foe growth of American business. Again, VETS not only serves vetetans 
in innovative ways but also cootiibules to the overall aims of DOL. 
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FDHdly, loaioorVETS' work dm adequudy reflected in the Commitsiai'srepnt is cumnt 
dta of ifae Vecetionel RchibiliiitiMi A Coteueling nufcmn. Tbe Cocnininoa r^orted 
outdated flgutee, which fail to loclude the sig ni fi ci pt imivoveaieats in die p ro g i aiu 
accomplished by die Depaitmetitsof Vetenos AAun and Labor through increased 
cooperation and coordinHion. FarexaDiple,lheaaetedeii4doymailnteforChaplei3l 
veietin5increasedfii>in33HinFYI996to64HiiiFY1998. Inlfaefiiat quaiterofFY 1999. 
VETS and VA have findier refined the data representation of this joint effort by excluding 
from the base of Vocatioaal RehabililabMi Graduates diose that have been terminated from 
the program either by voluntarily withdrawing or by the VA for other reasons. When these 
individuals are deducted from the ready for employmeM grotqi, the VETS entered 
employment rate i ncr e ase d to 92H. Section D J of our l aspons e to the Cominisskin gives 
many mote examples of the excellent im p iovement in this program. 

This is the true picture of die Veterans' Employnieot and Training Setvicaon theeveofthe 
21slcentuiy. We acknowledge and salute Congress' desire to ensure that the employmetn and 
training services for vetenns provided by the FedettI govemmenl keep pace with the 
exploding changes occutring in the economic cnviroameal at the tun of the century. We 
believe our response shows that VETS, as an integral part of the Elepattm en i of Labor, is 
keeping pace, and perhaps is even a sup ahead of these changes. 



Performance standards are part of the way VETS makes sure that we are maiotiining our 
obligations to veterans. VETS has been held accountable smce 1972 under Title 3t, Section 
ei07 - Administrative Controb and Annual Report (aK3); “the Secretary of Labor shall 
establish definitive performance standards for deiertnioing compliance by the Stale public 
enydoyment service agencies with the pcovisioits of fois ch^xer.’' Also within Tide 31 
Section 4101 (7) defines 'the term 'local cmployiDenlserviGeofTicc' means a service delivery 
point whidi has an intrinsic manageinetu structure and at which employment services are 
offered in accordance with the Wagner-Peyser Act*. Tbe task given to VETS under Title 38 
is coDtained in Section 4102: 

The Ctmgress declares as its intent and pspose that there shall be an effective ( 1 ) job 

and job training counseling service progr am . (2) ar^oymenl placetnent service 
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prognun, and (3) job traming placement ssvice progr am for eligible veterans and 
eligible penons and thM, to this cod policies and regulations shall be promulgated and 
administendby an Asastant Secretary of Labor f<tf Veterans' Employment and 
Training, fstablithfd section4102A of this title, tfarou^ a Vemrans' Employment 

and Training Service within the Department of Labor, so as to provide such veterans 
and persons the maytmiim of employiDeol and tiainitig opportunities, with priority 
given to the needs of disahled veterans and veterans of the Vietnam era through 
existing ]sogtaffls.coc(dinaliott and merger of programs and impdementaiionoftiew 
programs". 

The lenns to provide such veterans and persons the maximum of employment ot^xwomilies 
provide the basis for giving priority of service to veterans ihroti^ the Wa^er-Peyser Act. 

The pcimary goal is set by "Sectioo 4107 (2) a comparison of the job placement rale for each 
of the categories of veterans and persMis described in clause (I) of this subsection with the job 
placement me for nonveteians ofthe same age groups registered for assistance with the 
public employment system in each State*. Dte primary delivery system fw meeting this goal 
by providing priority b the Disabled Veterans Outreach Program specialists (DVOPs) and 
Local Veterans Employment Representatives (LVER) addressed earlier. 

This obligslion of VETS and the supporting data preceded dte Coverotrwol Performance and 
Results Act of 1993 (GPRAor the Act). 

CPRA added other elements to Section 4107 which include Strategic Planning and Annual 
Performance Plans and OPRA was ipfUM govemmenl wide. To par^hrase, the Act noted as 
its purposes: to improve the confideDcc of the American people in the curability ofthe 
Federal Covenuneol, by systematically holding Federal agencies accountable for achieving 
program results; to initiate program performance reform with a series of pilot projects in 
setting program goals, measuring p r ogram petfmroaDce agawst those goals, and reporting 
publicly on iheit progress; improve Federal program effoctiveness and public accountability 
by promoting a new focus on results, service qunlily. and customer satisfoction; to help 
Federal managers improve service delivery, by requiring that they plan for meeting program 
ottjectives and by providing them with iofocinalioD about program results and service quality; 
to improve ctmgressitmal deciskm-makiiig by providing moie otqective infmnation on 
achieving statutory rfojectives, and mi the relaove eflectiveness and efficiency of Federal 
programs and spending; and to improve the intmial management ofthe Federal GovemmeoL 
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The Act required sgencies (o engage is Altaic plaaniDg, and by Sqaember 30, 1997 to 
submit a strategic plao for progra m activities, wliicb would include a mission «f»t<iTnfM^ 
general goals and objectives, including oincmne-telaled goals and objectives, a desoiptlos of 

bow the goals and objectives would be met. a desctqnioo of bow the performance goals were 
related to the overall goals, identificalion of key betors affecting tbe achieveitieot of goals, the 
use of program evaluations used in reviAig general goals and objectives, arrd a schedule of 
future propam evaluations. Tbe Act also required die preparatioo of an annual perforroaoce 
plan that would identify and define tbe level of peTfotmance to be achieved by program 
activities; express goals in a quantifiable and measurable form; establish performance 
Indicators and provide a basis for comparison of perfomumce witb established perfbnnaDce 
goals. The Act also addressed resources, human capital, and improved management of 
program activity and means of addressing ibese. 

VETS has taken its GPRA responsibilities seriously, sod hss involved its management staff at 
all levels in the development and implementation ofits strategic plan. VETS started working 
onastrategicplanaseadyas 1994. P ro gram evaluationt were conducted by VETS staff 
formed into work groups and by oontractois. Tbeir recommendatiocis became a bare for 
furtherplanninganddecisionsonbowlounproveourprograms. By 1997. building on what 
had been done, VETS devel^ed a Eve-year strategic plan. Each year, an Annual 
Performance Plan (APP) outlined the goals, strategies, outcomes snd tbe measians for 
outcomes and outputs that reflected annual progre ss towwd or schievemenl of goals. The 
APPs tre based on resources sod are tied to the Agency's budget request Changes in the 
environment, including the enactment of tbe Workforce Irtvestmeot Act, have recently led to 
theprepaiadonofaoewvetvooofthe strategic plan to address tbe rapid change in foe labor 
maiket and foe Departmental systems that deliver cmploynieol sod training services. 

VETS has been involved in tqdatingow strategic plan since last year. VETSbelda 
co n f er ence in Washington, D.C. last March to lo^ at new stratepes, impact and outcomes 
related to our strategic plan. VETS invited stakeboldas. onpioyees, resource individutls and 
^takers to the coafotence for comment, »4ikh resulted in teGommendatioiis from four work 
grotqM that addressed TAP; DVOP. LVER aid foe (toe Stop System; Wotkfmec Investment 
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Act; and USERRA issue*. The wiMkgroups' recommendBions weie tben folded mio cn 
out]ine&omvdiidiourFYI999-2004pniposedS(rate^PlaDwssdeveIoped. VETSweut 
back to its stakeholders with the proposed plan — vetetao service organizations, congressional 
Staff, etnplo)^ groups, Stale En^loyiDeol Security Agoicy (SESA) representatives, and staff 
from other agencies. Their combined iiqM is belpiiig us to redraft a new strategic plan that 
will guide us tbrou^ the tte« five yesn. In additita, VETS also iocotpotated new concepts 
into the Stiaiegie Plan. SoneofthesesurAcedasatesullofGenetalAccountingOfBce's 
surveys and reviews, such as the study dota during the summer of 199g. 

We have ftwed delays in implementing some oTour petfonnance measures. We further 
anticipate data collection problems to occur in the implementation of the Workforce 
Investment Act (WIA). WIA's different data collection and peiformance measures' 
requirements will affect VETS performance measures. The WIA ttrerges the state 
employment system we have traditionally used with the lob Training and Partnership Act 
(JTPA)prognmsindoUwrprogtams from the DepettmemofEducation. Mostofourdaia, 
and the data upon which our measuremenl of priority of services is based, comes from the 
Stale's employment system through a quarterly OMB>approved infonnation collection (ETA 
9002. VETS.200 and VETS-300 repons). 

Full implementation of the strategic plan requires the use of the data cunently collected by the 
States, and the collection of additionel data necessary to implement planned strategies and 
ensure that we can manage p ro gress so as to achieve the outcomes intended. Wiihthisin 
mind, aitd realizing that gening the outcomes we warn depends on effoits by the States, VETS 
has been eaplntng what can be done to have more effective State and local level petfbtmance 
standards. A pteliminaiy discussion summary was placed in our Intenrat home page for 
comments and suggestions, ai>d once wt have a final product, we will share it with you and 
pursue implementation of bener tools to measure local and State performance, measures that 
include accountability and take into conrideranon the many ftKtors that influence the labor 
market locally. 
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VETS is also cmcancd thtf tcmibccs devoSed to dcvcSoping inatsuraDOUs only 

come from VETS' nonnil flmdiag. TUs ocMes t proMcat, io lh« teaources devoted to 
mosurement come from ttie same fioidiogavulible to serve vetenns. Hais, ttv moR VETS 
measures bow wdl vc do, tbe fewer services to veterans we cm render, sad thus dme sre 
fewer outcomes to measure. Becuse of this, VETS believes the most cost-effective way is 
using as many measurements as poasUe that do aot reepure aw^ resources from 
serving our clients, aad rely on these existing measuremenB as indicators of how well we are 
doing. Our key concern is to make sure we have goals that we can measure, and that we have 
appropriate baselines from which we cm measure pr og re ss and acbievesnetits. 

VETS relies heavily on puUic data to do its planoing, such as the Census of 

PopulMioo and the Current Population Survey. VA. SESA ai>d grmtee data ate regularly 
reviewed locddng both for trends and the acnialstous of vetenos. VETS plans relate to 
funding streams and resoufcea, and our annual performance targets reflect this. Ouratmual 
performance target for FY 1 999 is to help }00.000 veterans get jobs (this goal does not 
include the direct veteran support provided by the Wagner-Peyaer Act but which is oversacn 
by VETS stale staff and the VETS grmt funded DVOP/LVER staff which results in 
approximately 200,000 more veteim placements), and ihu number includes 10,000 special 
disabled veterans and 2,100 homeleas veterans. VETS monitors these targets awh quarter and 
compares reported rurmben to the pcfformaiKe goals. Many of the strategies in our plan are 
designed to address how veterens fare in the dvUim labor force, and because of that, our plan 
includes the overall beselitte — Ihe unereployttKal rates arxl msnhet of unemployed veterans 
from the subgroups that are targeted in our ^an. Our strategies and jJarmed itreasurcs will 
address Ihe inemne and earning potential of veterarrs that we help into jobs, as well at our 
statutory purpose within the public empfoyment and training system, making sure that 
veterans get mMimign employment and trainiag opportunities. 

VETS tracks these, and other goals, from rqmts obtained frnn our partners and grantees. 
VETS gets the ETA 9002 report each quarter, wfaiefa reports on the number of veterans and 
non veterans that register for smvices with the public enqiloyiDent service system, the services 
they receive, and thenumberthaienierenqdoymeolfgetjobs). ineachStale. Thisreport 
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tneasurcs how well ptionty of services 10 vetcnttsb being provided by tbe Stales. VETSalso 
gets quarterly reports on ibe services provided by DVOP and LVER stall; how many 
veieransenietedeiiqrlayineiaasarcsultofdteireflbns. Hie 300.000 noted above relates only 
to the DVOP and LVER siafTs direa efibits, iiKluding those served the HVRP and 
fTPA [V-C grantees. But VETS also measures the relative rues at which registered veterans 
and non-veterans enter empkryiDeiil through Che public entployiiient service system. e«h 
SESA. and as nuny local employmeni offices as we can, to detemutK nhetber veterans get 
priority of services, because that is our charter in title 38. 

VETS also gets data front federal contraclots. Each year, they ate required to submit a report 
noting how many Vietnam era and service^ormected disabled veterans they employ, and how 
many they bought In as new hires during a year. VETS also tracks the Bureau of Labor 
Statistics' Current Population Survey for the labor force, which provides monthly trend 
information on the number of veterans that are employed, seeking work (unemployed) and not 
in the labor force. 

Many of the data we use precede GPRA, these rcquireinents were esuMished under Title 3g. 
Scction4l07.and thus haveadifferent thrust than outcome measures, often related to outputs 
and inputs, altbou^ they do Include some outcome informatioa. The data we collect from 
States also preeeded the WlA, and its mandates for petfotmance measurements. There is no 
definitive, compiebensive data colleclion system that counts all the veterans that we - the 
Department, VETS end our grantees - hdp to gel jobs, or that get jobs because of VETS' 
activities only. Again citing Section 4107, in diis case "(c) Not later than F^iuary I of each 
year, the Secretary shall lepon to the Committees mi Veterans' AfGurs of the Senate and tbe 
House of Representatives mi the success during tbe preceding puigiaiii year of the DepanmeU 
of Labor and its alElialed Stale employment service agencies in canying out the provisions of 
this chapter and programs for the provisioD of employment and training services to meet tbe 
needs of eligible veterans and eligible persons*. Our reportiog system, representing much of 
VETS perfMmance data, is based on tbe Siae euiployinail service. 
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Tim are many vetcnns disl gel jobi bccauK of 017 eSbnx oc bdialf of fedenl igoey 
coiiq>liance with vcKrans' pr e f ereo c e laws or cn^loyeR' con^liaoce with USERRA, and 
there is no cost efleciive way to count them. Our VETS-IOOre^mts show that 14,161 fecial 
disaUed veterans and 109,715 VkoamEn Veterans ate hired by fcdaa] contrectofseach 
year, but our ETA 9002 rq)oitsonly show 2,609 airecitl disabled veterans and 16,281 
Vietnam Era Veterans hired through leferra] to cn^doymenl service Federal Contractor Job 
Listings each year. This appears i nccos i s re nt, but it is not. Although icdcral contractors list 
their vacancies with the Employment Service, h does not mean ihsi dieir affinnative actira 
efforts to hire veterans are restricted to listing their jobs with the En^doyment Service. 
Similariy, our aisrketing efforts and other fecial efforts to promote veterans may result in 
employers hiring veterans, but dtete is no way VETS can eoum these veteran hires. Futifaei, 
veterans may be referred to an existing job openi ng , but hired several mondis later after the 
job order is closed at the etnpioyinent office. 

Also, and pariicularty now and in the yean to come, an increasing number of veienns will get 
jobs through the electroaic tools provided through the InleneL A vetoan can go 10 Amehet's 
Job Bank to apply fbrjobs, get help prepeing a resume because of the Military Rcstarre 
Writer, or ^ace their resume into Ameiica's Talent Bank or leani enough about job searches 
through our Ttansilioo Assistance Progra m CLAP) to gel jobs without coming to the job 
service. This q^lies to about 130.000 men and women who attend TAP prior to tepantkm 
6om the military each year. At this moment, drete is no data avail^le to show bow many 
veienns gel jobs drrougb die AJB/ATB. 

Similarly, although VETS' State Direclon work with SESAs to have DVOP staff stationed at 
VA.HUD,JTPAiDd odrer providers serving bomeiess vetovB. and ensure they gel 
employment sssistsice, we do not cunmity have a means of counting bow many boiiKlass 
veteians we help or gel jobs fer with the exertion of our Hom el es s Veterans Reinlegtatioii 
Piojea reports. 

Finally, our own r ep orts are not able to cowit some of die veiems that get jobs duough the 
pi^lic employment service system. Iftveterangetsajcb across State lines, the local office 
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canool like credit. Ifthebelp 1 veteran Rcaved prepningajob sench pkoi, renmie, and 
emfrioyer contact effort pays ofr91 days after the last contact with the DVOP or LVER that 
helped him, the localofBce docs not get ciediifortbeveteTaagettmgajob. AdditioosUy, 
many veterans are refoied to fedeia] job rqmings hut may not be hired until well after the job 
order has been closed. Indeed, these data limitations apply to the laigm non-veteran 
population as well. 

We recognize these weaknesses in securing data but we are able to use other reliable 
indicalorstoevaluaiebowwellwearedoingourjob. Foreicample,theVETS-IOOfrom 
federal contractors and its new hire data are an indicator, the year to year amounts that 
Department of Defense p^is for unemploymenl compensation for ex-service nrembers is an 
indicator of how effective TAP is; and the Annual Calendar Year data on veterans from the 
Bureau of Labor Statistics isen indicator ofhow effective cettainurgeted efforts have been 
(for example, for two years we targeted young recently separated veterans and their 
unemployment rale dropped below two dipts). B e caus e we monitor changes in the 
unemployment of veterans and impletnem strategies accordingly, the number and rale of 
unemployment of the different veteran subgroups arc effecuve indicators of our performance. 
VETS intends to roly on this mfbtmation more and more as a means of determining whether 
strategies implemented are indeed working as intended. 

Some of the other mechanisms that we are looking at to evaluate whether we are meeting our 
performance goals include: I ) working with the Social Security Adminisiration to track arid 
compare the wage records of veterans who have received certain services versus control 
groups that did not This mechanism may be particularly helpful in gaming an indicatton on 
wage increases and retention in employmenL 2) We expect to collaborate with ETA in the 
design of longitudinal studies on WlA participants and pteas for the iiKlusion of statistically 
valid groupsofveterens. Sudi surveys would also give us wage and relenlion information. 

Eadi year, mine the strategic prfan as a launching point, VETS prepares an Annual 
Performance Plan that in its initial draft stages is tied to tiie budget process and assumes 
sufficient resources to meet tbe annual lagets or milestones in the strategic plan. The Annual 
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Pafbnnincg Pl«n ii modified h««d oa «(ip«opriMiQn» weaved, id ihgn mjfV'pi nf th» 
agency's managemou ptan for the year, vfaidi ^ves perionnaiice soidards, 

opei ationa l processes, gnm awards, and odis actnibes thu iclaie to the plan's 
im^emeoiatioa. 

VETS his developed a management conDol process that ensures that strategies and outcomes 
are cOTunimifatrd to ora staff and stalntholdins, our partners and others. Tw} yean ago 
VETS instit ut ed a VETS' OperaiiotB and Progtims AcdviQi R^ort (VOPAR) that ensures 
that Regional Administrators tod Stme Directors report on progress toward outcomes and 
strategies and identic issues or problems related to the plan's inqdementation on a moothiy 
basis. Managers' petfonnince standards and ^tpritaala take into consideration their 
conliibutUm to the outcomes and strategies in the VETS Strategic and Annual Perfonnance 
Plans. Regional budgets are developed and sufamiaed based on the workloads necessary to 
teach the Plan's desired outcomes, and they ae approved iriungcontributioo to ovenllpian 
achievement into consideration. Wecooduct ManagemailCtmtrol Reviewsofthe Regions 
and the processes they have in piece to teeth the outcomes desired attd overall management of 
tiw staff and activities. We do quility assiance reviews of USERRA claims to ensure that 
there are both turrely and quality investigationL We furtber have a "Red Flag" system to 
idcntily problems while they are sdll small. 

FinsUy, ow own irKemal managenKRt controls and systems have value relative to 
p erformance measurement HavmgaproMemeitber identified Incotyunctiotiwtlhadropui 
tbe numbers or preceding a drop in the numbers validates the existence of ■ problem, enables 
the estaUiduiMnt of a conective aclioo ^an, and its implementation can be identified fiom 
quarterly improvemeols in foe deia submitted. This pocess was stressed at a recent VETS 
managers' working gtoig> sessioa and process review where p erformince data was analyzed in 
detail and expectations for corrective actfoo pUnoing and implcnieiitation clearly laid out 

It is importsot to realize that ideas and concq^ have to be tested, and must be doable. Many 
ideas and concepts surface, but it is best to pilot lest these to make sue they actually work or 
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show promise before full imptemenOlion of whs migtal isim ovS to be A better idee ifl c oncept 
onSy or have consequences. 

As we do our work tod witb the authorilies you have vested in VETS, we will conctnue to 
work for America’s veterans who deserve the best beoeflts this Nation can provide. Utey 
have earned each and evety me of these benefits through their service. Veterans are a Federal 
responsibility and, as such. VETS is daenmned to contioue its efforts to ensure each veteran 
has a fair chance to re^ the full measure of opportunity that our democraiic society offers. 

Thank you very much for this opponunily to address the Transition Commission report and 
our strategic and performance plarts. I will be glad to answer any questions you may have. 


- 15 - 



61 


STATEMENT OF 
RONALD W. DRACH 
before (be 

SUBCOMMITTEE ON OVERSIGHT AND INVESTIGATIONS 
COMMITTEE ON VETERANS AFFAIRS 
U.S. HOUSE OF REPRESENTATIVES 
July 29, 1999 

Mr. Giainnan and memben of the Subcommittee' 

U is an hmor and pkasuie to be invitnl before you today to discuss the 
Department of Ubor's(D(X.) Veienns Employmeni tod Trainii^ Service's (VETS) 
response to the report of the CmwiiMM on Srrt<carwn6ere and f'erewu 7>ansatoi 
Ats/tUHce (Commission) 

By way of background, I was Me oftwelveCommissionen appointed by 
Congress to review and report m die adequacy and efficiency of current veterans benefits 
and programs as they afftet today's separating servicememben. The Commission 
established three "P^s" and I was asked to chair the Panel on &nptoymeni and 
Servicetnembers Tiansitkn Services. Additionally. 1 retired from the Disabled Ainetican 
VeieTans(DAV)mJuBe, l99Sfo]lowiiigalniosllwenty-ei^yearsofsetvice. Thelasi 
twenty-three years with die DAV, I was their National Em^oymem Director involved in 
all aspects of veterans' emplaymem and training issues. 

I have reviewed the Department of Labor's response to the Commission's report 
and offer the following c o nunen ts . 

In Secretary Hetman's transramal letter she indicates the Commission "...failed to 
take into account recent improvements in program performance, ignored the impact of 
new legislation such as the Workforc e Invesunem Act, and based many of its conclusions 
on old data". 

TbeComntaaloa baaed its rccommeadatwaa oa taforaiatkiii tad data 
provided by Oe Departiacat of Labor. The Assistant Secretary for Veterans 
EmploymeM and Training was an ex^fficio member and bad every opportunity to bring 
to our anentioo that we weieo’i using cunem infennation and dau. We had lo base our 
findings on what they give us. Asfrir the 'Hmpactof... the Workforce Investment Acl"- 
the impact has yet to be learned as the legislation is cmently in its early implememttion 
stages. 


OneofDOL/VETS' biggeatconcems appears in their EXECimVE SUMMARY 
and deals with the CommiasMo’s recommendation on changiog the categories of veterans 
to receive "pnority of setYke". The Commission recommends ibai "priority of service'’ 
be limited to disabled veterans, veterans with barricTS to em^oyment. and recently 
separated veterans (wittiin four yeais foUowing discharge). Tbe Commissioo Imd 
considerable discussioo M this issue. We concluded the cunem system is unable to 
providepriorityloallvetennstndofleniboseoKMiinneeddoo'tgelseTvedatall. The 
“creaming affect" kicks in and aD too often ihoae who really don't need help or need a 
minimum of assistance get help at tbe expense of those most in need. 

DOl/VETS cites dot 41. IS of all unemployed 'raterans are aged 45^. Since 
tbe Commission did not attempt M define 'bairien to em^oymem" DOL/VETS would 
retain that authority to develop such a definition unless Congress would legislate sueh a 
definition. If DOL/VETS hasthisitt^oreaticctn for diis group of deserving veterans, the 
question must be ssfced what is bei^ done to work with these individuals now? 
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DOL is opposed ut transferring VETS to the Department of Veteratts AfTalis I 
should point out that the Commission stopped shod of such a recommendation and this 
issue cnraied quite a lengthy discussion. I discuss this in greater detail later in this 
testimony. 

VFTShasnot always enjoyed high vbibilityor respect within DOL. They 
certaioly eqoy a new found respect and status in the current administration - a respect 
they did not have in prior administrattons dating back at least to 1973. TlKte is no 
guarantee this respect will cominue in future athninistrations. There is nothing that 
VETS currently does in DOL that they couhfriT do in the Department of Veterans 
Affairs The role of VETS is not one of service delivery as DOL would have you believe. 

The Commission’s rccommendalion regarding VETS would not create a separate, 
duplicate system to serve veterans as alleged by DOL because VETS is not a delivery 
system. DOL also alleges that such a "separate, dtqilicate" system would ''.. .endanger 
their [veterans] well-earned right to pnonty of service in the Wagoet-Peyser funded 
employment service". WHV?T?? 

D(X/VETS states "Employers have told the Department of Labor that they want 
to deal with one employment entity" How did employers convey Ibis message — through 
focus groups, a survey, interviews with employers or what mechanism? The Commission 
did a survey of em^oyera One of the questions asked was, "If you wanted to hire a 
veteran, do you know who to contact"? Of the employers who teqwaded iT% did not 
know who to contact. Whenaskcd,~Who would youcontaci”?, only 25Hofihje 
employers who "knew who lo contact" would contact job service offices, while 49% said 
they v^d contact the VA. 

On page 4 of the EXECUTIVE SUMMARY DOI./VETS sutes "VETS is 
working with lewling companies and unions to help veterans use the skills they acquired 
In the military to move quickly into career building jobs in growth industries like 
infotmaiion technology (IT) and tekcommunicaiions. Compunes like Cisco, Microsoft, 
Lucent Technologies, U.S. West. Pacific Bell and PowerComm, and unions like the 
Communiesnons Workers of Amenct [CWA] and the IntematiMial Brotherhood of 
Electrical Workers are coming to VETS seeking assistance in filling their employment 
needs'. (VETS has been so pleased with the work of the CWA that (hey were honored 
with the Sonny Montgomery Award at last year's Salute lo America's Veienns). As of 
January 1999,201 separating servKemembm were referred to jobs through the CWA 
project but it is not repotted how many were placed into career employmem. 

VETS is to be applauded for their ability lo include such prestigious companies. 
However, their suiement begs the question - bow many vclerana have been placed in 
Ibeae companies and not just r efer r ed and howmsnydiubled veterans through 
vocatioBal rchabilhatkin have been placed by tkeac companies? 

Overtll, DOiyVETS' response raises more questions as to its own performance as 
ildefends against the recommendatioRs of die Commission. On page S. DCH^VETS 
cautions that if Congress removes VETS from DOL and turns the DVOP/LVER system 
into a separate, private system nm by 53 different organizations it will have dire 
consequences Remember a^m that VETSdoesootdeliverservices, it matters little 
where it is housed. The OVOPA.VHR system is already run by S3 different 
orgaiuzalions. In a competitive system as the Commission recommends, the states will 
be able to compete. Th^ may not win the competition based on past performance, but 
they can compete. 

Also on page 5 the DMyVETS stales that certain tabor-exchange related services 
include ". ..vocational guidance, job counseling, job seeking skills, and intensive seivices 
generally using a case manager approach. ~ This statement leads one to infer these 
seivices are available on request This subcommittee should ask D(X/VETS lo provide 
data on how many veterans by category received each of these smvices 
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Cunem law stales and DOL/VETS admits "Implicil diroughout Chapter 41 of 
Title 38 is the retpiireRicnl that SESAs provide the niaxiniuin tqiportuniiyfM jobs and 
job training to the job-seeking veterans in dieir respective Slates". Yet the DOL/VETS 
performance standards say that a State only have to provide services to veterans at a rate 
hitter than non veterans. Therefrae. ifaStaie places l2Sofilsnon veterans in Jobs, it 
need rmly place 12. IK veterans in jobs to meet the ctanpliance indicalors for that 
category. Notveiy stringent siandardsandcenainly lUlsshortoftheCongressional 
intent of "maximum". The Commission offered the following comment “The 
Conmissioii is outraged by the fact that, actordiag to DOL’a 1997 Annual Report, 
aiae itatea meet DOL perforauacestaadardi while placing fewer Ibaii 10 per ctal 
of veteran regislraoca’'. 

The DCMyVETS disputes data reported by the OMtimission as being misleading 
If, in fact the data are aialeadiBg then the CommiasiaB was Dialed by the data 
provided by DOL/VETS. At no time did the Assistant Secretaiy, in ex officio member 
of the Commission orferloprovideusclaiifyingdaia that were not misleading. 
Additionally, DCM/VETS' exception to tbeir own data begs for a new system of data 
collection that alt users can undeistand and leaves no room for incerpreiation. 

Further evidence of data defense by DOL/VETS is contained on page 8 of their 
response The section dealing with federal contractor job listing for Program Year 1997 
reveals that federal contractors repotted hiring 123,876 targeted veterans The local 
employment offices referred 121,949 targeted veterans to these federal contractor but 
only 18,901 of these referred vetnans were hired by these contractors. This means that 
only ISKofthc referredveteransabUinedjobs with federalcontractors Whywcieso 
few hired? DOL/VETS' explanalionis'ltappearsthal due to liming and interstate 
problems in hiring verificatioa many of those veterans referred were hired by Federal 
contractors but aot reported by iheSESA reportiag sysM" (emphasis mine). Perhaps 
another explanation is that federal contractors don't use the employment service very 
much. 


OOl/VETS opposes the idea of providing a competitive process for funding 
either (he Commission recommended positions of Veterans Case Manager (VCM) and 
Veterans Employment Facilitator (VEF) or DVOP/LVER. They say competing the 
process "raises a host of equity issues'. Equity Issues already exist. First, stales are 
going to be funded regardless of their performance Second, some sutes charge as much 
as 26Kof (heir gruit to administrative overhead and other states are much lower That 
should be an "equity issue" of paramount concern to OOl/VETS 

They also express concern that" ..private vendors who would have ptofil motives 
to work pnmarily with the more emplayable veterans, potentially ignoring the hardest to 
serve clients that need more intensive services" That problem currently exits in many 
slates and DOL as much as admits it when they mention on page 12 that they want to 
provide financial incemives by "...establishing an incentive fund .to be used to reward 
exceptional local offices, manigen and DVOPs/LVERs and pooriy perfoming states 
(hat make dramatic improvemenis" (emphasis mine) This potemial problem among 
private vendors can be avoided by '>wei^ng'' placements and other services provided to 
those most in need 

DOL/VETS agrees that the performance measures need updating They state 
"Nothing in the statute precludes VETS from establishing new prototype outcome and 
process measures for DVOP and LVER. Therefore, we believe that (he Commission's 
recommendation for legislation is unnecessary." When can we expect DOL/VETS to 
develop such outcome and process measures? 

I would like to commend VETS on the development of their wdi page on the 
Internet I have reviewed it and found it to be veiy infoimalive. What is VETS doing to 
assure that job seeking veterans know about the web site’’ 
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VETS » a]«> to be cwnmended for ia piogtes on dectronic employment 
assistance. The question still must be asked, however, how does VETS get the web site 
infoimaiion to the veteran, lam also concerned that many DVOPs/LVERs do not have 
dedicated computer sun>on and some have 00 access to the Internet AU the electronic 
assistance is no good i^ess it reaches the intended audieiux - job seeking veterans. 

DOL/VETS' res|»nse indicates that ‘'...Federal contractor jobs cutrently are 
flagged for initial exclusive viewing by DV(M^ and LVERs". How mat? 

DVOPsiLVERs have access to these jobs? 

In responding to the Commission's recommendations on the Job Training 
Partnership Act (nTA), DOL/VETS states the Cwnmisston "misintetpreted" the data. 
Again, this was data provided by them, and as an ex officio member, the Assistant 
SecretaiyhadeveryoppommllylocorTecianyorour''misinletpretations" Every oneof 
our documents was prepared in draft format, circulated among all the Commissioners and 
ex officio members for comment (some of these drafts even reached the hands of VETS 
field staff) and yet VETS never offered insight into our “misimerpretalions" until they 
responded to Congress. 

Dunng my 23 years as National Employment Director for the Disabled American 
Veterans (DAV) I monitored data for federal comraciots The federal contractor 
affiimativeactionpragnfflwasnevereffectiveandneverenfotccd The contractors are 
required to file annual iepon8(VErS-100)on their accomplishments. While the reports 
may not have required all the necessary data for assessing contractor's compliaoce, they 
do contain sufficient dau to track emi^oyer and industry voids. To my knowledge the 
VETS-lOO cepon w as nev er used to nigger acompluuice review of a federal contractor's 
compliance. DCUVETSreports that for Propam Year(PY) 1997-kical employment 
oflncesreportedthatS1.895veteranswereplaeed(byfederalcontract«sl. Oflhis 
number. 16J$9 were Vietnam era and 2,642 wck special disabled veterans". This 
means that of all veterans ^accd only a little more than one-third were veterans targeted 
for affirmative action, (see my earlier comments on this sutqcci on page 3). 

D OL/VE TS repons to Congress that “10,930 Federal eonvaciofs did not file the 
required VETS-lOO report", and thai information was passed on to die OOL's Office of 
Federal Contractor Compliance. By not filing this report, these contractors have violated 
federal law What has been done lo enforce this law'’ 

DOL/VETS opposes the Commission's recommendation to amend the current 
affirmative action requirements lo delete Vietnam veterans, change special disabled 
veteran lo disabled veteran, and add recently separated veterans. Th^ do not provide 
any rationale for their opposition to changing special disabled to all disabled. Congress 
should ask them why they oppose that. I believe Congress should also ask for 
clarification of their position on recently separated veterans to avoid any 
“misinterpretations'’ by Congress or the readers of their response to the Cmunission's 
report. S^ifically, DDL states "-aiieadiag seetioa 4212 of Tide 3S to extend 
coverage lo'rtctntly separated veterans' would assist these irimitiooiag service 
persoaBelrololbecivilitn workforce” (emphasis mine). They go on to say "—H is 
unclear what is meait by ‘recently separated veterans'” (emphasis mine). Why (ben 
would they support the change if they don't know wbil they're lopporting. 
Additionelly, for es long as Icon remember "recently separated veterans' means 
someone who was discharged ot released fran military service within the last four years. 

On page 3S of DOL/VETS' response they state “It appears that the Commissim 
has concluded (hat an entire agency (VETS) ... should be moved ... because il believes 
lhai Iheone program jointly servedbyVETSand VA. .. is unsuccessful" Perhaps 
DOL/VETS has 'Ebiuterpretnl” the Commission's recommendation We did not 
recommend that VETS be immedialely transferred. 
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The Conunission's recocnmendauons sun on page 85 oftbeConunission's 
repon. The reason for suggesting that VETS maybe should be innsfened at a letei date 
is found in (he ''Analysis' section on page 84 ofihe Commission's repon -The 
Commission is especially concerned with the low peiceniage of vocational rehabilitation 
program participants being placed in suitable employmem and the low percentage of 
veterans registering for jobs at state employment service offices who are placed through 
theassistanceofDOUfundedem^oymentspecialists. The Commission also has serious 
concerns about the elTecliveiKss and efficiency of prt^nun administration and oversight 
at DOL/VETS. DOL/VETS' leadership, howe^. says (hat improvements will occur and 
has prepa r ed a StraitgK Plan for Ftseol Ytar I997-2007. The Commission has 
reservations about vdicther DOL/VETS. through its plan, will be able to effect significam 
changes in the employmenl services it administers and oversees. The plan does not 
address the precipitous drop in state'^rant program performance from PY 1996 to 1997'. 
Further, if this transfer were (otake place, the Commission envisMRS a new system of 
employment and vocttional rehabilitation consoUdatii^ existing programs and 
responsibilities into one program under the jurisdiction of the Undersecreiaiy for 
Benefits. 

Thank you again for allowing me to panicipeie in these hearings today. That 
concludes my statement and I would be hap^ to anssver any questions 
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ROSALD W. ORACH 
President 

R.W. Drncb Consnliing 
P.O Box 60209 
Poiomic. MD 20859-0209 


Phone (201)765-1943 
Fax (301)765-1944 
email consuhrwdfgaol com 


KMPLOVMENT 

JmK l99S-Rrestm Presidau. R W Drach Consuhij^ Potomac MD. a consulting business specializing in 
dis^iiy. veaerans. vocational nhabilitxiion. en ip lO)nti ei it and triiisng issues and Social 
Seeuhty Cbanis ineiude Brown and AasocsMes. MinMiAV, and Ihe (Mlicc of Personoel 
ManagemcsH (DPM) 

Feb. l97S-Jufy 199/1 National Employment Director, Disabled American Veterans. Washington DC 

Responsible (br all ofDAV's emptoymem. trainir^, vocational rehabibtation. disabibry, 
accessiNily, homeless and other sooo economic issues Served as principal 
representative on these isiues before Ihe WhKc House. Congress. Depanmem of Labor. 
Office of Personnel Management, US Postal Service. Small Business Adnunisiiation, 
Presidem's Commitiee on Employmeni of People with Disabihties. and othei private and 
not for profit organizaiions Woihed closely wnh the Depanmeni of Veterans AfUrs on 
several issues wnh special emphasis on Vocaumial RehsMitaikm Appeared on behalf of 
the DAV before various Cotigrestiontl camnuiiees eight to ten nmes a year Established a 
program and provided technical support to a nationwide network of OAV National 
Service Officers who provided represemeiion to diaaMed veterans seeking Social Security 
disability benefits Designed and implemented a nationwide outreach irealmem piogram 
for Vietnam veterans sufTenng flom Post Traumatic Stress Msoider The VA's current 
Read)ustmem Counsding Service is modeled afler this highly successftil effort 


Oct. 1972‘Fel>.l9fS Admriusitailve Aspstam to Ihe Netional Director of Employnicm, [hsabled 

American Veterans. Washington. DC Provided luppon to iha Employmem Director, 
responded to letters and phone calls from disabled veterans seeking mforminon on their 
cmploynien rights and Sooal Secuihy benefils Provided imfevnlual representation to 
disabled veiaam for Social Security benefits before Admnniraiive Uw Judges and the 
Appeals Council 


Aug 1970-Oci. 1972 National Service (Tfficm. Disabled Amoican Veterans. Pittsburg, PA and 

Washhigiofi. DC Assisted disabled veterans and thed dependents in the preparatiofi of 
ihar benefit claims before the VA and Soeaal Security Adtnmnrition 


Feb.lifbS^fy, 1970 Receptionst, Departmem of Veteram Affaits, Pittsburgh, PA Met disabled veterans and 
mher members of the pifohe and directed them to the correct indSiduel or office best 
suited toBsnst them Answered ihe main phone line end directed the calls as appropriate 


ORGANOlA-nOHS AND AFFILUTTOWS 

Dec. 1996-Feb. 1999 Appointed by Senator John “JajT RockefdlcT (D-W Va ) as one of twelve people to the 
Commissicn on Senn ee members and Veterans Transilian The Commission is charged by 
Congress to review programs, services and benefits being provided to separating nnlitary 
servicemembers to determine their adequacy. efTectivences. and limelinees The 
Commissicn is required to report Hs findings and recommendations to Congress. 


March I99»-July 1997 Memba. VA's Stemmg Commmee on the Redesign of Vocabonal Rehebihlation 
Was pan of a groiqi of expeits brouffin together to oversee effons of the VA’s 
Vocelkmal RdtaMitatimi and Counsding Service to refocus on how it docs business with 
Ksdients- America'sdisdded velenns Thiseffan wasindirect leqmrne locriiicism 
from Congress, GAO, and veterans service organizasions 
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May l99S-Pnsiiii Appc^cd by PrcadM Clioioa u Via-ditff, PraMen'tCofBnmeeofi 

Eo^loynica of People with Diabiliiiauoae of nViec-chtirs Seeve M ibe pleaure of 
ibe Preeadcn on < comnwice eetablielied by eweutive oeder end Kl u co-cbeir of the 
Tisk Group on the Budget Advbe the Qieinnin on cmptoymein ieniee ea they 
telete to peo^ with diabiliiia end diabled vetemie 

M^,l994-Dtc.l997 Appointed by Secnufy of Ldborltoben Reich w fim Chtimitn. Seaeuiy ofUbor't 

Advieory Coenninee on VeKraru Enployinca eod Trvning. Conniitee ww esublielied 
by InwtoinikerccoiiioiendKioosiotheSecrcuiyofLAoron eo ip toymcnt lod PMiiim 
imuce for vetenns. 


Aag.l9a6-Aug. I9S9 


Aug. l9S}-May 1999 


MHuaryStnAtt 


Appoined by Sodel Security Commi sii ociei to the Diubilily Advisory Coonctl, Social 
Security Adnamantioa The Council wu charged whb reviewiiig So^ Security 
diaahihty law, r^ubtion and policy as they rdalcd to work disixicenlivea 
erperienced by Social Sacurity disability beneSciariaa (SSDl and SSI) Thia invoived a 
seriea of meetings hs Waahiagioa. BaMiiiore and around the eountty to obtain first hand 
knowledge of these ftsincencivea and le con an cn daiioni to reowve or mitigate them in 
order for beneficiaries to return to work The CouncQ heard from beneficiariea, then 
representatives and advocates, private stlomeys. Social Security officials, and other 
expens in the fields of social insunsicc nd vocational rehabibuirion 

Cha in nan. Veterans Advisory Conaninee on Rdia b i l it at ic m . Comtntttae was eetridished 
by law to advise the Secretary of Veterans AAirs on rehabihlaljon issues affecting 
diaehicd veterans sround tbe country Tfie c o mnatte e reviews laws, rcgtilationa and 
pofieses of the VA and makes recommendations to the Secreury 

US Amy. August. IPfiS- Noveadser. 1967. Sergeant E-S. Retired ibr dtsahility teaulting 
from wounds received while serving in combat in the Republic of Sotuh Vietnam 


In complying with Committac requireaciits I offer the fbBowing mfinniBbon, I do not end have not fix tbe two 
previous fiscal yeanhadany contiia or ^amwhh any agency or department regarding the subject matter of this 
testimony. Wl^ i member of ibe C uue iiia siu e on Servieemembers end Veterans Ttansdioo 1 received pty fiom the 
Depenment of Defense at in employee Thm ply siatied ifte my rctuemeni fiom the Disabied AroeriCM VeteraM. 
Al no time Airing my tenure that 1 was c m ployad by the DAV did I leceive money from DOD fix pay, travel or per 
diem 
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STATEMENT OF 
JAMES B. HUBBARD, DIRF.CTOR 
NATIONAI. ECONOMICS COMMISSION 
THE AMERICAN LEGION 
BEFORE THE 

SUBCOMMITTEE ON OVERSIGHT AND INVESTIGATIONS 
COMMITTEE ON VETERANS’ AFFAIRS 
U,S. HOUSE OF REPRESENTATIVES 
ON 

VETERANS’ EMPLOYMENT AND TRAINING SERVICE (VETS) 
JnN 29. IW 


Thank you Mi. Chairman and Members of the Subcominillec. for the oppoitunily to comment on 
the program effectiveness and the strategic plan of the Department of Labor’s Veterans’ 
Employment and Training Service (VETS). 

Program E/reaii/eiiess 

In the past six years, the VETS has endeavored to reinvent itself within the confines of funding 
constraints, while faced with major changes to titc Employment and Training Service (ETS) 
made under the Workforce Investment Act. VETS makes up about 1$ percent of the system 
operated in the stales by the Employment Training Administration (ETA). 

At the same lime, several of the stales were in the process of reinventing the public labor 
exchange using funds made available by the Dqiaitmcnl of Labor (DOL). Even though DOL 
retained approval authority of any changes made, veterans were suppose to be protected under 
provisions of Title 38 United Stales Code. Now it seemed that aervices for veterans, which are 
supposed to be provided on a priority basis, were left behind. In one case, the Secretaty of Labor 
even witliheld a major portion of die ETA grant until the stale complied with department 
regulations. When told that veterans' funds might also be withheld, the governor's 
representative said “So ivAiuf ' 

At the same lime, appropriations for the agency declined 1 1 percent in real terms and the money 
made available does nor support the statutory levels of the Disabled Veterans Outreach Program 
Specialists (DVOPa) and Local Veterans' Ettqiloymeni Representatives (LVERS) provided for in 
Title 38. 

Given these circumstances. The American Legion believes VETS continues to perform 
reasonably well. When VETS implemented performance measures lor (he stales, they 
discovered some anomalies and immediately revised the performance standards. VETS prepared 
a strategic plan, which (its into the strategic plan adopted by the DOL. 


The development of the current strategic plan for VETS began in 1994. The plan follows the 
requirements of the Government Perfotmance and Results Act passed by (kmgress and is 
intended to make Federal agencies more accountable for results. 

VETS declares its mission to be one of helping veterans and members of the National Guard and 
Res«ve in finding employment; training for employment (when necessary); and ensuring the 
rights artd benefits associated with military service. VETS aims to provide con»stenl service, 
which is flexible enough to meet the changing needs of employers and veterans eligible for the 
service. 

Tbe plan is more qiccific when it comes to declaring goals, with economic security being the 
overall objective. Other goals are to ensure the unemployment rate for veterans is less than that 
of non-veterans with veleiaos also maintaining hitter inemne levels. VETS concentrates on 
those veterans with employmem barriers and sub-populations of veterans with higher 
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unemploymeat rates. Tbe American Legion believes that all of these goals and objectives are 
worthy, measur^le, and achievable. 

Since VETS-fiiDded LVERs and DVOPs ^letale within the larger public employment and 
trainiog system, its plan must mesh with the overall strategic plan of the DOL. To that end, 
VETS plan concentrates on several items: 

a Traruitum Assistarue (teaching veterans how to find meaningfui emptoyrneni) 

• Ensuring applicable military training is relevant to civilian lifie in order to provide 
economic security for veterans and their families 

• Credentialing of people trained in the mitiiary by civilian licensing and certifying 
agencies 

• Providing needs-based services to veierons requiring fecial arsirlonee 

« IPorlcIng with employers to convince them that veterans make excellent employees 

The strategic planning process is aflecicd by major changes during its course. Congress passed 
the Worklbrce Investment Act in 1998. an act which brings major changes and consolidation to 
ETS. VETS has had to integrate its mission attd the mandates in Title 38 USC into this new 
environment. Throughout the process. VETS has sou^l the advice of its stakeholders including 
employers, the Interstate Conference of Employment Securiry AgeiKies (ICESA), the veterans 
service organizations and ETA through face-to-face interaction in meetings and confcrettces. 

Bnelly the cunent strategic plan has three key goals: 

• Help 300,000 veterans obtain career employmem. 

• Ensure that of those 300.000. at least 10,000 are special disabled veterans. 

• Ensure the' 300,000, at least 1,8S0 are homeless veterans. 

These goals arc ambitious, but realistic, measurable and clearly, achievable. The American 
Legion accepts them and applauds VETS for its initiative and "Putting Veterans First" altitude. 

These goals arc linked with the funding request for VETS through the appropriations process. 
Earlier we mentioned thu funding for VETS has declined in real terms by 1 1 percent over the 
past decade. As a result, the number of people providing direct services to veterans continues to 
decrease and training has sufTered. Future funding must be linked towards achieving their 
strategic plan. 

There are several issues associated with this plan ts VETS looks to its implemenUlion. The 
Workforce Investment Act will have a major impact. With the advent of automated systems in 
one-stop career centers, registratimrs will invariably decrease. There is an old adage: Give a man 
a fish and he will eat today; teach a man to fish and he will eat for the rest of his life. Since its 
inception VETS has tried to teach proven job finding skills and lechttiques. Over the years, tbe 
erfcctivcness of this elTort has paid big dividends in that many veterans are able to successfully 
find employment without the close supervision of VETS. But in periods of low unemployment 
finding a job is not as challenging as during prolonged periods ofhigh unemployment when job 
vacancies are ala premium. Where does a veteran turn in those desperate moments? 

Proper measurement of some vMerans who use the system, but d<mT register, is dilEcuIl and 
expensive. For example, out-of-state placements of veterans are not counted. Many vMerans are 
underemployed and still actively seeking meaningfui employment A veteran who finds a job 90 
days or more after receiving services is not counted. Veterans who find jobs through America's 
Job Bank are not counted. Veterans hired by Federal contractors or through the veterans' 
preforence statutes are not counted. It is not that these people can't be counted. They can, but it 
is very expensive. Funding for these measurements must come from the same piKc as funding 
for DVOPs and LVERs. Given a choice b«ween measuring achievements and hiring people to 
assist veterans, VETS has dioscn to do the hiring. This is a ptr^rer choice in die view of The 
American Legion. 



Resources for this agency are al an all time low point. VETS’ budget remained essentially flat- 
lined for the past several years. Sudi inadequate fortding allows no growth in (be numbers of 
those veterans employment specialists providing actual services. Inadequate funding means no 
growth in the Federal staff overseeing the grants and the operations of the agency. When federal 
employees gel an annual payraise, it really equates to termination of employees and reduction in 
services. The only bnghl spot in this dismal enviomment is the ongoing improvement in 
cooperation with the Vocatit^ Rriiabiliutlon and Counseling Service at the D^aitmeni of 
Veterans Affairs (VA). The measurements here are accurate since all these veterans receive 
intensive case management liom the time they apply for training until they Enally End a job. 

The American Legion believes this plan allows for enough flexibility for VETS to ittempt new 
approaches. The Workforce Investment Act will result in each state implementing its own 
system of running the public labor eaehange. VETS will continue to pilot new ideas in each of 
the 2,500 planned one-slop career centers. Needs-based services will be the norm with those 
who arc job-ready, while having facilitated sarvicaa available, reserving case management, and 
time-intensive services for those veterans with signiEcani employmani barriers. Some veterans 
will only be shown how to use the automated services. As these pilots are implemented and best 
practices are developed, strategies which wrak will be replicated across the system. 

According to the plan, VETS will continue to work with large employers and employee 
organizations to meet the special needs of this group. This is imponani since employers as a 
group are just coming to understand the excellent skills and attitude veterans bring to the 
workplace. 

Mr. Giairman, The American Legion is pleased to pul our stamp of approval on this strategic 
plan for VETS. Now, we believe that Congress must step to the plate snd provide the proper 
funding for VETS to succeed. They have been trying to squeeze blood out of the proveibial 
turnip for far too long. Fund them pc^ierly, cut them loose, and they will succeed. 

Tbaidt you for the opportunity to appear this morning. 
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DEFVTY NATIONAL SERVICE DIRECTOR 
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SUBCOMMITTEE ON OVERSIGHT AND INVESTIGATIONS 
HOUSE VETERANS' AFFAIRS COMMITTEE 
JULY 29, 1999 

MR. CHAIRMAN ANT) MbMBERS OF THE COMMITTEE; 

On behalf of the Disabled Ameiican Veienas (DAV)andils tvomen's auxiliary, I am 
privileged (o appear before you loday lo present the organiiation's views on the effectiveness 
and sireiegic planning of the Deparuneni of Labor's (DoL's) Veterans Employment and 
Training Service (VETS). 

The overall mission of VETS is to help veterans, reservists, and national guard members 
in securing employment, training, and the employmeni rights and benefits associated with their 
military service. Some key elements of their mission include: 

a Enforcement: resolutiMi of claims by veterans, reservists, and national guard members 
under the Uniformed Services' Etiqiloyment and Reemployment Ri^ Act 
(USF.RRA). 

• Veterans' Preference: with tbecnaetmentofPublic law 105-3)9. theresponsibiliiy 
for investigating veterans' preference complaints under title 5. United States Code, 
was transferred from the (NIice of Personnel Management (0PM) lo VETS. 

• Employment and Training Assistance: the prevision ofserviceslo eligible veterans 
and transitioning service members in accordance with grant agreements with states, 
mainly State Employment Service Administrators (SESAs). local governments, and 
non-profit agencies. 

• Public Information Services: the compilation, synthesis, and provision of information 
regarding the rights and obligations of employen and protected individuals, the 
employment and training program services available, and results achieved by VETS 
internal and external customers and service delivery partners. 

• Interagency I.iason: Thecstablishmentandmainlenanccofeflectiveservlcedelivety 
networks involving other agencies and organizations in the public, private and non- 
profit sectors. 

• Trainii^: the development and delivery by the Natronal Veterans' Tmining Institute 
(NVTI) of specific professional drills and progrant-oriented curricula lo service 
providers' staffs and managers. 

As an organiation ofmore that one million men and women disabled in our Nation's 
defense, the DAV is dedicated to one. single purpose: building better lives for all our Nation's 
disabled veterans and their families. DAV is interested in the transition of our separating 
veterans into the civilian workforce, and the availiAiliCy of meaningful employmeni 
opportunities for setvicc-ctmoected disabled veterans, and veterans with critical barriers to 
employment. Weatepicased with the advocacy of VETS in its ^proach to helping veterans. 
This mission has been accomplished through the development and oversight of training 
programs through grants lo states and non-proht organizations. VETS further serves the 
employment and retraining needs of veterans by establishing and enforcir^ job referral control 
mechanisms imposed cm stale employment service agencies, as well as investigating complaints 
of violation of reemployment lights against employers. 
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Mr. Chairman, separating servicemembers face many barriers to employment and re- 
employment in the civilian Job market. This is because civilian credeniialing requirements do 
not recognize their military training and experience although many of the quiifications and skills 
are the same or similar. This inability to meet federal, state, or private sector civilian job 
requirements or standards has precluded separating servlcemembeis from realizing the full 
benefits of (heir military training and experience. 

Mr. Chainnan. in its repon. (he Congressional Commission on Servicemembers and 
Veterans Tranrition Assistance asserts the Congress must provide transitioning servicemembers 
with the means and opportunity to succeed in dwir civilian lives and to invest (heir taleni and 
ability in the American economy. In April I99S, the DoL and Department of Veterans Affairs 
(VA) formed a Task Force on Certifieaiion and Licensing of Transitioning Military Personnel. 
This task force is representative ofdepartnKnis and agerKiesofibe Federal government, 
including the Department of Defense and all military branches. The Task Force has helped 
members learn about the licensing activities of these agencies and has created initiatives between 
agencies to assist active duly personnel and veterans to more easily acquire licenses needed for . 
civilian employment (such as FAA licenses needed for aircrafi and airframe mechanics). 

The Task Force has established stale pilot programs on certification and licensing in 
Ohio, (ueorgia. Colorado. Maryland, and South Carolina for occupations such as health care, law 
enforcement, commercial drivers, meulworking. power plant operators, emergency medical 
technicians, and building trades. 

Mr. Chairman, we believe VFTS should be commended for its panicipatlon in this area 
and would hope this committee would join us in applauding its efforts. 

DAV also supports VETS' effons with the Microsoh Skills 2000 Military Information 
Technology career initiative introduced in February 1999. This program leads interested service 
members with knowledge of and aptitude for compulen through a special program designed for 
transitioning servicememben. which includes classes Ihat lead to Skills 2000 Certificates in 
several different infotmation technology fields. This appears to be an excellent program which 
will only strengthen VETS siralcgic goals. 

Mr. Chairman. Congress has determined that our Nation hasa responsibility to mm the 
employment and training needs of veterans. To accomplish these goals, the Assistant Secretary 
of Labor for Veterans' Fjnployincni and Training (ASVET) is authorized to implement training 
and employment programs for veterans. 1 he ASVET is also lespotuiMe for ensuring the 
availability ofsofficlcnl funds for use In cadi state to support iheappoinimem of Disabled 
Veteran Outreach Program Specialists (DVOPs) and Local Veteran Employment Representatives 
(LVERs). the Joint Training Partnership ActfJTPA), the National Veterans Training Instiluie 
(NVTI), the Homeless Veterans Reintegration Program, and other programs. 

VETS' budget provides funds to support l.4}| DVOP poulions, 6118 below the 
congressionally-mandaicd level and I.J06 LVER positions. 294 below mandated levels. Several 
years ago someane coined the term "voodoo economics." On reading the budget information 
provided by (he Department of Labor for VETS for fiscal year (FY)2000 in the categories of 
LVER and DVOP and upon finding additional information, (be term "voodoo economics" comes 
to mind. 

Mr. Chairman, althou^ we support VETS' mission and its strategic plan, wc question 
whether, under its proposed budget if VE'TS will have (he resources necessary to fulfil Its 
existing and foture goals. 

Mr. Chairman. I again want to thank you and Committee for the opportunity to present 
the views of DAV, 
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DISABLED AMERICAN VETERANS 

ffi'f/n lMr’/>tvrV /JtM/My/ Jrtrrr/ftA 


DISCLOSVRF. OF FEDEmLCRAWTSORCONTCACTS 


The DiuUed American Veterans (DAV) does not currently receive any money from any 
federal grant or contract. 

During fiscal year (FY) I99S. DAV received SSS^2,S6 from Court of Veterans Appeals 
appropriated funds provided to the l.ega] Service CorporUion for services provided by DAV to 
Ok Veterans Consortium Pro Bono Program. In FY 1996. DAV received SS,448.)2 for services 
provided to the Consortium. Since June 1996. DAV has provided its services to the Consortium 
at no cost to the Consortium. 


Li- .i>ini ii.uv: .•iiL. .sorsijM «i.m \t\ nc Jivut 2iie>ri>ivi ''iii 
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JAMES N. MAGILL, DIRECTOR 
NATIONAL EMPLOYMENT POLICY 
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SUBCOMMITTEE ON OVERSIGHT AND INVESTIGATIONS 
UNITED STATES HOUSE OF REPRESENTATIVES 

WITHREPSECTTO 

EFFECTIVENESS AND STRATEGIC PLANNING OF THE 
VETERANS EMPLOYMENT AND TRAINING SERVICE 


WaiJiingtofl DC July 29, 1999 

Mr. Chairman and Mcmben of the Subcommittee: 

On behalf of the 1.9 nullion men and women of the Veterans of Foreign Wars of 
the United States, I appreciate the opportunity to panicipau in today 's hearing to evaluate 
the U.S. Depanmem ofLaboi’t Veieivis Employment and Training Service's 
effectiveness and nritegic planning 

The relationship between veterans, disabled veterans, and employment is vital to 
public policy and today's environment. Veterans, and particularly disabled veterans, 
often encounter barriers to their emiy imo the worUbrce. Many have difficulty obtaining 
appropiiaie training education, and job skills These in turn contribute to low income 
levels, low labor force participation rales and high levels of relisnce on public benefits. 

The stated mission of the Veterms Employmeni and Training S^ce (VETS) is 
to help veterans, reservists, and National Guard Members in securing employmem, 
training, and the rights and benefits associated with ihmr military service the key 
elements of VETS' mission are Enforc em ent, Veterans Preference; Employment and 
Training Assistance; Public Information Service; Inter Agency Uaison, and Training. In 
reviewing the strategic plan of VETS we see a commitment that reflects the Depanmem's 
Strategic Goels: a Prep^ Workforce; a Secure Workforce; and Quality Workforce. 

What may very well be the cornerstone of the strategic plan is ensuring that 
Veterans get the maximum employment and iriining onxatunilies within the workforce. 
This effort should extend beyond the priority of services provided by the federal public 
employmem service system and the efforts of the DisabW Veterans Outreach Program 
and L^ Veterans Employmem Represcnuiives staffs. Efforts to identify federal 
contractors and subcofflractors, the Transition Aaustance Program, marketing to 
employers, ensuring that veterans p r e f erenc e is given for federal jobs, and fticilitaiing use 
of knowledge, skills and abilities of separating service members in the civilian labor 
market do not foow in iradKiona] Dep^mcntaJ information collections. Thus vets under 
the plan will strive to continue imervemions that result in progress showing in Bureau of 
Labor Statistics civilian labm force data and has so objectives to match the imervemions 
planned. 

VETS goal for a Secure Wmkforce will strive to assist veterans, reservations and 
National Gtiard member so that they do not lose private (non* VA) pension rights or 
benefitsbecauseofmilKaryserviceorrequiredlraiiijng VETSalao will strive to provide 
quality workplaces by reducing discrimination towards veterans because of military 
service, service-connected disability or National Guard and reserve training. 

Mr.Chairman, the VFW commends VETS fix a straiegie plan that will improve 
veterans en^loymem opportunities to the levd they deserve and have earned; however, 
as the name implies this is a “plan” We expect VETS to itnpleinem this plan to the 
fullest extent as VETS must be held accountable for its success. 

We also bold accountable the Confess to provide VETS with the necessary 
funding to ensure VETS success Psst administrations have not perused adequate 
budgets to support the Disabled Veterans Outreach Program Specialists and the Local 
Veterans Employmem Rqxesentatives. Likewise, the Congress has not appropriated the 
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necesury dollarj to AiUy fund these ciuciil programs. Without the support of the 
Administration ind Congress, the veterans be the uhimtte losen. 

Mr Cheinntii,igtinIwtMtothsnkyoueDdlhesubcoininctieerorihB 
opportunity to express our vision. 
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Mr. ChaimuQ and members of the aibcommittee, Metnan Veieraiu of America (WA) appreciates 
this oppocTuntty to express ourviewsaBdcoocetnsr^arding the Vetenns' En^loymeoi and Training 
Serrice (VETS) Strategic Plan for future fiscal years. WA briieves that VETS has a most crucial 
role in helping veterans transition from the military to the dviliaojob market and in helping disabled 
veterans be a part of this strong economy. In light of this important mission, and in light of this 
rapidly chan^ng economy atxl market place, we believe it is imperative for VETS to have a cognitive, 
defined, and cogem plan for the future. 

Unfortunatdy, upon reviewing this Strategic Plan, we cannot conclude chat VETS has clearly staled, 
nor does it appear that VETS truly knows, where it is headed 

Since its inception, VETS has been an agency fixated on numbers. The emphasis has always been 
on the numbCT of veterans placed into jobs. The emphasis has rut been on the kind of jobs that 
veterans are placed in. WA bdieves strongly that the veterans of the US. armed forces are highly 
qualified, capable individuals who have the potential to be real assets to employers. We believe that 
VETS should be designing itself to (dace veterans into high quality jobs udiere veterans' full potential 
can be realized. Tliis Strategic Plan does not ein{diasize this nearly enough. It should be emphasized 
somewhere in the plan that there is a real need for "data integrity ” The "obtained employment'' 
statistics that VETS currently uses gives a misguided view of the achievements or lack thereof by 
VETS. A veteran with a degree in decuicaJ engineering who is placed into a job at Arty’s will be 
counted simply as "obtained employment' with tM marker to indicate that the veteran is dreadfully 
underemploy^. We bdieve that the data VETS uses should fall more in line with the Covemmeni 
Petfbnnance and Resuhs Act (GPRA) and reflect true accountability for its performance. 

The mission stmement contained in Section 1 of the plan is redundant. Funbmmore, it says nothing 
of placing veterans into high quality jobs, which should be the primary mission of VETS. 

The language describing the "vision'' of VETS is vague and lacks substance, it talks of how VETS 
will help those veterans wbo can bdp themselves “a c cess to new resources.” It talks of "persoD'to- 
person imersction to ensure ddivetyofservicesio all those who are in need” It talks of “advocating 
that veterans have the requisite vahie^dded drills and abilities that are demanded by the quality driven 
economy of the 21st Centuiy .” WA wholeheartedly supports such seniimenis, yet we do not see 
this as a “Vision." The aforementioned language has in theory always been the goal of VETS. In 
sum, the Viaon says nothing new. It does not come dose to specifically defining how VETS Is going 
to achieve the goals it has stated in the Vision statement. 

Today’s problems come from yesterday’s solutions. The DVOPS and LVERs within VETS are still 
using outdated methods to assist veterans in their job searches. DVOPS and LVERs need the 
flexibility to hni^emeat refbtm at tbe local levd. The way the currem VETS system is designed, when 
a DVOP or LVER pushes for reform, be or she is only pushed back further. They need to be able to 
fully engage tbe locd business community and "sdT their veteran diems. The strategic plan does not 

I 
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go into any dqxh regarding the individual DVOP or LVER's role in the future. It simply talks of the 
need for more DVOPs and LVERs. 

The VETS Petfbnnanee Goals OMUiaed in the r^oft ire all goals that we certainly support. Again, 
however, these “goals” are part of VETS’s job. Of course “resr^ving USERJLA complaint 

cases expeditiously while maincaioing high quality case handling procedures” should be a goal. Of 
course a better eoforcemeot of federal contracting regulations regarding veterans and a better 
enforcement of veterans' ^ference law diould be a goal. The poim is , these problems that these 
goals address have bees largdy created by an ineffective VETS. This strategy plan says nothing 
about how VETS is going to root out defideacies within its own structure. 

The VETS Strategic Plan is not precise, not to the poiot , and not attainable. It is not a”liviog” 
document, but merely a list of goals without any darificatioo on bow these goals will be met. WA 
believes that the solutioo for a mwe effective VETS lays not in just asking for more DVOPS and 
LVERs and mm money. A “system” approach needs to be incorporated whhin VETS where those 
employees in the field, the DVOTs and LVERs be come an mtegral coagxmeni and catalyst of change. 


WA believes this plan needs to be tweaked and fine-tuned in many areu before it becomes doctrine. 
Thank you for the opportunity to appear ibis nmniiog 
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Tbe Biiiotul arginizuion Vietnioi Vsienfli of AnteiicB (WA) if t ooB>profit vetefuu 
mtflibership orginizitioa regittcnd u i S01(cXI9) with the lucnul Rcvenie Servkc. WA if 
«Uo appropriitely regittcnd with the Secreuo' of tbe Seoete and (be aerk af tbe Houk of 
Repreteaiativea ia cotopUance with tbe Lobbying Ktclowre Act of 1995. 

WA if aot currently ia receipt of any federal great or contract, other rh«n tbe routiite 
allocation of office ^lace and aatociated resources in VA Regional Offices for oaitreacb and direct 
services throu(^ its Veterans Benefits Prograni (Service Represeatatives). This is also true of the 
previous two fiscal years. 


For Further loformatioo. Contact: 

Director of Covemment Rdatioiis 
Vietaani Veterans of Atnerica. 
(202) 628-2700, eneasioo 127 
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Mr. Chainiun, ! am Peter Gaytan, National Legislative Director for 
AMVETS. We appreciate the opportunity to provide writtM) testimony in 
support of your oversight eflbrts on the budget for Veterans' Employment 
and Training (VETS) for Fiscal Year 2000. My comments will be brief. 
Neither AMVETS nor I have been the recipient of any federal grants or 
contracts during fiscal year 1 999 or the previous two years. 

At a time in our history when unemployment is approaching record lows, the 
economy is strong, and, for the first time in several decades the national 
debate seems increasingly focused on what to do with budget surpluses 
rather than how to deal with deficits, Americans generally may be content 
with their economic circumstances. One can reasonably argue that indeed 
times are good. They are - unless you happen to be a veteran facing 
separation or retirement from military service and are looking for a job. 

We believe that America’s commitment to its veterans, codified and 
consistently reaffirmed by federal statutes throughout our history, is not 
being satisfied to the degree Congress intended. Indeed, the perception 
among America’s veteran population is reaching similar conclusions. 
Increasingly they sense that a “grateful nation”, may not be - that other 
priorities now consume the nation's consciousness - that veterans' issues are 
no longer important. 

With regard to employment issues, a dichotomy exists. Hardly a day passes 
without an article appearing in a newspaper or other periodical commenting 
on corporate America's urgent need for skilled employees. Concurrently. 
DoD projects that it will separate between 250,000 to 275,000 service 
members during each of the next several years. The dichotomy is that 
generally employers are not aware of (he advantages this veterans 
population, and those who preceded them, bring to the employment market 
place. And. for their part, most veterans do not know how to effectively 
access the employment opportunities for which they may offer clear and 
timely solutions. 

Mr. Chairman, you and your Subcommittee, together with the House 
Committee on Veterans Affairs have aggressively fought to support veterans 
programs. Indeed, many of the initiatives you have fought for are currently 
in place. Unfortunately, in too many instances we believe they are not 
working as efficiently as you intended. And. in the process, veterans are 
being left behind. 

In its recently published report, the Congressional Commission on 
Servicemembers and Veterans Transition Assistance commented extensively 
on a series of problems with current veteran's employment and training 
initiatives. Representative among its findings and recommendations the 
Commission reported the following: 

FINDINGS 

• That veterans continue to need the special job training services that 
the Job Training Partnership Act (JITAIV-C) funds. 

• That the current process for allocating veterans job training 
funding excludes 81 percent of the veterans in the civilian labor 
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force from access to JTPA IV>C funded job training, the ^mary 
puipose for veteran-specific job training. 

• That OOL estimates that mote than 80,000 veterans who need 
training to become gainfully employed are precluded from 
receiving training under the current funding process. 

• That veterans would have more equitable access to job training if 
funding were allocated on a national basis to veterans, rather than 
to geographic jurisdicticHU and then to pn^iam providers. 

RECOMMENDATIONS 

• That Congress appropriates sufficient funds (approximately S32 
million) to enable a viable national veterans training program. 

• That DOL make JTPA IV-C/VWIP training funds equitably 
available to all eli^ble veterans ihrou^ a competitively selected 
executive agent, either a federal, state, or nonprofit organization 
with ability to disperse funds nationally. Under this system, 
veterans' service providers in all stales {currently DVOP and 
LVER staff) would write training contracts for individual veterans 
until the pool of funds was exhausted. Training providers would 
submit their invoices for payment to the executive agent 
administering the funding pool. 

Separately, AMVETS, in partnership with the Disabled American Veterans, 

Paralyzed Veterans of America, and the Veterans of Foreign Wars, recently 

published its thirteenth edition of the Independent Budget - Fiscal Year 

2000 . It also addresses veterans’ employment and training issues. 

Representative findings include the following: 

• Servicemembers are not adequately served by the Transition Assistance 
Program and Disabled Transition Assistance Program (TAP/DTAP). 

• The National Veterans Training Institute (NVTT) administers training 
programs unavailable elsewhere and should be funded at a level adequate 
to ensure training is continued within a constantly changing veterans 
environment. 

• Discrepancies at the State Employment Service Agency (SESA) level 
affect the services veterans receive. The Department of Labor (DOL) 
needs to review the current structure and process for the delivery of 
employment services to veterans to ensure successful outcomes rather 
than process are rewarded. 

• Within the VETS system, performance standards are inconsistent and 
inadequate. There is no system in place through which comparisons can 
be drawn between state programs so that successful programs can be 
rewarded. VETS must develop meaningful performance standards in 
order to ensure limited fiscal resources are applied only where successful 
outcomes are consistently achieved. 

• Inadequate funding within both the DVOP and LVER programs makes 
full compliance with federal statutes extremely difficult, if not 
impossible. For example, there is a shonfall of $32.5 million between the 
mandated level of funding for DVOP and LVER programs which only 
Congress can remedy. 

Mr. Chairman, it seems to us that, notwithstanding the commitment to 

supporting veterans’ employment initiatives, and the well intentioned efforts 
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of both federal and state agencies to effectively implement congressional 
mandates in this area, veterans continue to be under served. Part of the 
challenge which confronts us today may well be to overcome bureaucratic 
inertia - an inability to recognize the changing dynamics associated with 
veterans employment issues today; a hesitancy to adjust programs to 
accommodate to these changes; and a &ilure to establish clear standards 
through which program implementation is measured in term of outcomes 
rather than process. 

We have the Department of Defense, the Department of Veterans Af^irs, 
and the E}epaTtment of Labor (DOLVETS) all tasked with responsibility for 
implementing various Congressional mandates for and on behalf of veterans. 
For its part DoD certainly knows wdtich servicemembets are scheduled for 
separation/retirement. They know who they are. where they are, and when 
they will be available for transition/employment assistance. 

DVA is currently in the process of establishing offices at major military 
separation focilities across the nation and, by next year, they intend to 
establish an overseas presence in both Asia and Europe. These initiatives 
serve several vital purposes including the ability to provide outreach to 
veterans at their time of separation. 

And, DOLVETS knows the labor marketplace. They know better than 
anyone else, where the jobs are. 

There is a natural partnership in the offering here. Each of these agencies 
has as part of its congressional mandate a responsibility for assisting 
veterans. And each, in its efforts to comply, has invoked various policies 
and procedures focused on satisfying this congressional direction. In the 
process, however, there may be duplicative efforts which work at cross 
purposes. When you are dealing programmatically with these issues, it is 
very difficult to think in units of one - one veteran, seeking help in his or her 
efforts to find post military employment. We believe we need to examine 
ways to better focus on the special needs of veterans by applying the 
strengths each of these agencies brings to the table. We need a coordinated, 
results-oriented approach, which solves employment issues, one veteran at a 
time. 

The companion piece to such an initiative is a renewed outreach effort to 
potential employers nationwide describing the real benefits to them of hiring 
veterans. The Commission's report pointed out that in its “National Survey 
of Employers Concerning the Hiring and Job Performance of Veterans of the 
United States Military”, the Gallup Organization learned that: 

• 74% of all employers surveyed reported they had employed 
veterans. 

• Only 26% of employers actively recruited veterans. 

■ When employers were asked why they did not actively recruit 
veterans, 29% said they did not gear recruiting to a specific 
group and 21% reported they had never considered recruiting 
veterans. 

• When employers were asked if they wanted to hire a veteran, 
did they know whom to contact, 42% said they did however of 
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those who said they did, 48% incorrectly identified the VA and 
25 % cited the local job service office in their state. 

Mr. Chainnan, in summary, we believe the issues surrounding veterans’ 
employment and training are clearly solvable. To do so will require a 
continued congressional conunitment to fully fund those programs mandated 
by law. However, there may also be fiscal savings achieved by refocusing 
the combined efforts of DoD, DCM.VETS and DVA in a renewed goal and 
outcome oriented partttership. And, we need to renew our outreach efforts 
to potential employen. In employment tons, veterans continue to be a 
national treasure. We simply need to do a better job introducing them to 
employers. 

Mr. Chainnan, this concludes my testimony. 
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WRITTEN COMMHTEE QUESTIONS AND THEIR RESPONSES 

Chairman EIverett to Department of Labor 

QMrtMi tabBinad fcr Ikt rMHtf br 
Cha^BU Toiy £*«rta 


/, Tctitiattd^rin$Athi^iittaiJiifyt9l^VSJShateiitiiaion^MUid^Jijr m i a nr in g 
Jciplactmmptrfanienctfonaeh^AtiOtuitt. Dtterlb* that uad^ 

ScetiM 4107(b) of Title 31, UA.C leqnin* Am VETS ca^idi definitive perfbnMBCc 

—i ii iih tnewfiutllyitominine if Stag fMhlifjMiptiyMii liMig MtujjMiit iinh. 

proviiiDairfCb^KTdl ndCbifter42. VETS bee jet fintb tbeK ttadetdi in 20 CFR 
1001.120. Source: 49 FR 12919, Mer.30.l9S4. RedetigaeudetSd FR393S3.Sq4.26. 19t9. 

Tboc etc five tervicc ceteforka wUcb c«« 9 «c ntee of jcnice eehieved lor vcimtis vaan 
ntecoficrvieefiKnoo-vctcnj. They iR is foOowE l)^iccdfobtiiBedeniployiacni(aitBnd 
CDploymal}; 2) Ae plaeiucul of qiedil Anbled aid Vietn emer i vetenns into jobe wiA 
Federal j u n traHura ; 3) cmmifled; 4) placed m Manp: vd S) neeived seise iqwfiabk nviee. 
Eicb of Ae five cMepotki. Bcept fo Ae Fedeid eontneter stndHd, it subdivided iino 
veterans nHl oAer eligibke, Vktnanera veterans and diaAlad vetsm. 

Tbktsealtoiit p rovides feel 4 petformenceben^esetto- To achieve convince a Sode^eney 
must adneve all 14 broehtnato eta we far veterans rod otberelipibles^lSH higher than nca- 
vetoens; fie Vietnam vciewis 20% higher Aas DOO-vetasDS; ler disabled veterans 23S highs 
than non-veterans and ftr special disabled 25% higbs An non-velenns (Waive to federal 
CMmcterjobe). 

Uekis a good cause esplanakn fiir failing to achieve Ae stndards is provided by a State 
egencyrod k accepte d by VETS a coneefiveaetieo plan is tequned. Oeod cause exploatkas 
Kkiy include deia anomalies, pstidpakD in pilot programs, data q«eB Ailwes etc. 

Ai TPI faf totisosy tefinlfac 2^SiAccoBHlwbcvn£ Vc^s tAifdm 

perfbnnBMc meaMremeat aeiioosly and miiited aevsal projects in cotyinictian wiA States to 
develop efleetive perfetmaaoe standsds tha era mneome mcasiaes nAs then relative 
measures. These initiatrves have padiculssignificwce as Aetreditionil data eolkctjontysem 
is transfbnned fiom the Stae empleymeal system to Ae new Woihfoicc Investment orstan. 

In additiock VETS bat tevised its Strat^c PIb ak is moving towsds absolute perfbnoance 
standsrds. Weaein Ae p ro cess of developing new standards which use absohne insieed of 
relative measures of pekbnnance rod have locendy ittiodueed them to Ae Eiwloyiwai and 
Training ccoffluniiyAreofnnicats. These measures ate eoesisteaiwiAAeWoiUnee 
Inveshnent Act (WIA) and Ae reeommeaditions made by Ae General Accounting OlBee 
(GAO). We expect Aeseitandards to be developed wiAFY 2000 being AetrensitioB year. 

followed by in^emaiilioo PY 2001 , 

Howem. Sectian 4107 stai mqiBtes VETS to rqoft activity end service eomptrisotts - n 
expensive and questiootbk iqxxting requitemeat under WIA. The WIAperfonDancet^oftmg 
requiicDeats ere considerably difiereol fiom IraditionnI ei^oymeol system repcedng 
lequiteiDetns. Thesedwqeswillaflect AereccedingofAeiiumbeiof^dicantswhDgeiajoh 
through Ae One-Stop end Aerafoce out c^abUity to eempere veteran rod non veiesro entered 

cmploymerx rates. VETS (imded staff will cootmoewiitoAe WIA tad we ate plsnning to 

record as mud) data at possi'bk by working whb ow many new pmineR end Wotkfotee 
lavestmeoi Boards m esttbliahed imdet Ae Wocfcfofce lavestmem Act. 


2 . “List rhr ntm stats lha had an tmplaymeni pf oc ewe n r rote <)f Itss than Itn ptretni, yrl still 
mtl iht VETS ptrfirmanct standard ~ 

The standard that VETS uses for Stales' perfoimrocc me aiu iet is "eoleied employmeoL* 

Entered ea^loyment is also the measure AM is lequired under the WIA. Unng the ETA Foim 

9002 f« FY 1996, which is Ae ycM the Ttaniition Conunisskn used, we could find only ooe 


61-244 99 -4 
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SoiE with tn eateral siipk)yiiieat nte ks dim tea pocetM vtich sill met VETS’ entered 
emjiloymatperibnnmcestiiidiRi (Title 38, Sectioe 4107(b)); Rhode Ulaod, with meotend 
emidoyiiieDtnteof (.9Sfiirve(etm,md4^fiiriK»-v«taeiu. 


Aa we repotted ia our le^xase to the Tnmttkio Comeoiaioa tepon (page 7). “...theie [eatend 
employtoent] figtvea &ii to capture all the who found cmploymeat a a reaull of 

BssiMoce&om the lob Service. Many Staten tndiAeir'ettetedaiiployiiietu’ data by using 
unemployiDalinainKeeo^oyswageRcorda. However, this amm of measuremetu folia to 
incIudeveteratiawboaietefenedtDaiabmdhttedmaKidieralaie.'’ Rhode Islaial ia a very 
email StMe, making h voy likely that mmy ofia reeiteta getjola iiiewn)imdii« State(s). 

Tide 38. Scctioa 410T(c) (which mandaien VETS' teponing requiicmenti) tequifen VETS to 
rqiottoo a category called '^placemcBC me.’ ThejebplaccoiettraieiKasiaehataMbeeain 
wide use nneaPY 1993, emept to ftitfiU out Tide 38 tepetd^req uiiei neit ride38d(s(y 
needs to be mdaled to meet the nquiiau e aia of the OovetMiMM It i Wi m i m i. « P»— W t Art 

(OPRA) sad WlA. Vc provide suggenfodTide 38, Seedeo 4l(l7(c) eha^en is le^otwe fo 

Coogrcarwooim Brawn's queatiao S. 

We looked at PY 1996 ETA Pom 9002 dmalodeteraiiBe how the TrmmieoCoinitiinieoaiigId 
have anived « niae Slam mder Im pateea md stOI met ow eUBcd cBvIoymail perfotramea 
mndad. TheodyoataaeedWweeouldfiBdaiaeSiamwmbym^iiiejobpbceeDeMnte 
for veaerma ages 22 lo 44 -which knot a VETS p erfetramoeatmdtri. Webavecoochided 
that this is lik^ bow d» ConmiaM get the tarn S«e leal that fli foe ledawed erketin 
This it mother eaaa^le of bow dw Tnoaitioa CooMiMioa fflisuactpieaid die dm pravided. 
’lobplaocmaMme’haaaolbecDnmdtiaeePY 1993. md our mmari does not nae foie 
eai^oty dm* 22 to 44). 


For your informaboo, we behewe foe Bine Staaea chad no m Tnmitioa Comimch's repoet 
'Hiathadmaaipleyect|i lac«m e a meefleaafommpesoeai[forv em— mea22ra44r 

_-r-— n-i — L. iim^ fifrHfi/*^ Phr^ idvivt 

ViigmiamdWiaeaeaiB. The ETA 9002 provides in foe mi to for Veaesnas Agta 22U4, 

hew e ^foeeawar me qf leas thm tea ^treear attU awr hW stmford sM (tv PS7S " 

For mtoy yem, VETS ban taqiatad a retalive petdomaace modacd foal dw Staten mnl Bwet. 
That modard it that entered enapfoymol tarn fonidd be ■ leant I SH higher for vetecBBS, 20H 
higher for ViehmMn vetoma, sad 23H bighar far dhabkd veaeiaa - aD in oooparisDa 10 
mm utnmi-whfahwabkie¥efaaowtfocimmofTidn38. Thcrefan.aSMecotddhavea 
jgballGngB me of lean dm m pesenfo aad adB taeel VETS' cMBlAdlBBkBBMBI Mmdard by 
benag 1 34b, 30K. an 23% hi^er fom fom StMe's eaannd amtoyneal me far Boa-vehaana ia foe 
mn a uwdcmgorir i 


3. *fro»idifonS 1A'u nni il(irr wafo«hreeeB</adi i( i i( i r i iol i i gvpAearfarOOt/lETS 
hrodgMarftrr os ttO at foe propmi odmaWmtM com ia cock aiair. 

•ii..n j I I ■ ■■ ig . ly 

nyitem. We do have a categoiy, foe Wotfciag C^iilal Fmd, foal defioen ow Dcptnneml 
wgiport. includrf chmgea far PepmtiBMlnl iigpott far bodget. fimpcial, infonmaioii 
technology, pesaooa el . lauetawaw t. i ti fo tgk pInBadiig. md ether ceaaialitedwppett flow da 
DcpralmeH. •nanDi.ftniiiiiitl rapport coat VETS g2J>55A48 in FY 1998. 

For the l«erhalfoffoiaqBenliaa,aiaUe providing the Stmn' adminialrative coala in FY 1998 
it attached an Chart I . 


AOeacridefonhpbrniafoMiyaaeiwiTTSwiDrarloobaBirapcr^iraionMfom Whatartlht 
Mmol eoMro/ pvoceforer In pioer wifofo ySISlotiawtlfKaccwatytiflUtdiMaf 
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The performance daa for veterans' services is collected for Stale Employment Security Agencies 
(SESAs) and the DVOP/LVER programs using the Enploynient and Training Adminisliaiioo's 
(ETA) Office of Man a gement and Budget (OMB) a^fcoved leportiag system. 

The reports produced include the ETA Form 9002 (servieea, activities and characteristics of all 
applicants regi s tered with the public labor exchange), VETS 200DVOP (services, activities and 
characteristics of veterans wh^ woe provided assistarar by DVOPs), VETS 200LVER 
(services, activities and characteristics of veterans which were provided assistance by LVERs), 
VETS 300 (financial itpofting for both DVOP and LVER programs) and Veterans Measures of 
Services. In addirkn, VETS State D ir e c to r s and Assistant Stale Directors use local office 
performance evaluations to vatidaie the information and data produced by these Management 
Information Systems (MiS) and to identify program deficiencies. They review all MIS reports; 
conduct personal interviews with SESA staff, employets, and registrants; aitd, check local office 
source data to validate the Form 9002 and VETS 200 data. TTiere have been a number of 
instances where VETS aiuUysis of data found inaccuracies with State MIS systems and the 
grantees corrected tbe data collectioa peoMems uncoveted by VETS’ review. 


S. Kou slatid In your ttsfimony fhol employees have laid the Department of labor that they want 
to deal with one employment emlty. Yel, when the Translllon Commission conducied a Gallup 
poll, and asked employers, ^they wanted to hire a veteran, did they btow who to contoci. S7 
percent responded that they did not know who to eonloa. When asked who would they contoci. 

49 percent responded the VA. 

Does VETS have a Jdrmal plat drefied to syslematicoUy contact prospective employers In order 
to promote veteran Ures? Name the en^oyers that have been comacied by VETS for this 
purpose. What Is the speeiflcilmellnejiireonlactii^ employers? 

Is an employer contact program currently part trf your strategic plan? 

We do not have a separate, formal plan to systematically contact pro^iective employeis. 
However, in VETS' revised stratepc plan, tbe first goal is ’’Enbattct employment e^portunities 
for veiemis.,..by delivering services os a priority basis as Ihsy seek, secure, maintain, change or 
improve their jobfs).” One of tbe smlegies to achieve that g<^ ia to “Improve and increase 
meeting effota to employets, marketing veterans as a 'bottom tine’ asset to employers hiring 
them forcateerbuildingjobs.and marketing to employets veterans who are on public assistance. 
Design and itn^emeal a oatfonal marketing campaign diiectad at tbe needs of targeted veterans' 
groups.'' Thedesign oftfaismarketittgcaropaign will be developed in FY 2000, with 
implementatiiHi beginning m FY 2001 . 

The ongoing marketing that VETS has been doing is: 

VFTC- <iHer r rirectofs (DVEIsk 

DVETs arc involved in job development, assist with job foies, encou^e tbe hiring of veterans 
while informing employers of tbe obligations of tbe Uniformed Services Enqiloyment and 

Reemployment Rights Act of 1994 (USERRA), and fosttr the biring of veterans St meetings of 
organiatioos such as the Chamber of Commerce and the Rotary Club. 

DVOPs devek^ job and joh'trainmg of^roitunities for veterans through contacts with employets. 
and work with Department of Veterans Aflairs staff to locate employers to vrork with graduates 
of tbe Vocational Rehabilitation and Counseling program for disabled veterans. 



LVERs maintain regular contact widi employers to keep them advised of the pool of veterans 
available for employment anl otherwise encourage onployers to hire veterans. 
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r~» TeiDr Primm CP> 

Any Metal coomcttr RCdvmg ( ooanel «VCT S2S.0D0 it nquifed to liR ^ir }ob opeoiogs 
widitiieEiiirlo)mntSaviGe. This bat teaidted in over 600,000 jots a ycvbeaagluledwiAiiK 
EiD^o)'iiiea( Service. 

Federal contiactaa are alio inquired to fik a VETS-lOO Imb with VETS Mwing how mwQr 
Vietn am -etawtcwaa id ^eekldiaMedvetefB have been hired. For PY 1997, tepomdtow 
Metal umU a ctc t i Uriiit 109.7IS Vtetuni-aa velenni. and 14,16) ipecial diabled vetetant. 

Earlier ihit year, VETS' Nilioiial Office teal kaen to 60,000 Feekral cocBiM t c n (at 1 10,000 
diffimel enyloyer bn^ kletX renundiet them of tMr oUisMioitt Witt reject to vetBaat, and 
letting them know where My imd to po« rbeir job opcnii^ a^ tow to locate a pool of 
veteiaia ee^ilig employiDaiL VETS cat mppiytbeSobcoiiiiiiiaen with Aemiea of ttoie 
employeia if it widh» 

OoeofotaRegiaoalAdn uniaiete e i moentlyipofcetoapptonnaidy lOObunuaraouice 
pcncBBe) lepreaealiBg Fedenl eoametoa a an Office of Fedeta! Coelnct CocnpUiBce 
Progreoa eonfmace. He told diapoiv about the DVWttndLVERiavailabk to them locally 
to help them locale the light vvtme M dietr joba. 


The Aniiaat Secieliiy ^ VETS (ASVEI) teecidly pve awaidi ID eeveral con^aniet in 
the El Paio ima for hiring vetem, end Neticaai Office etafTatlead eeremooiee a the 
D^artmal of DeMm vcooied by the Naiooal COfiaaiBee for Eaploya Sitppoft of 
ttic Ouitd ari Remrve, which l a luai cn plo ytr t who hae leacrviai ^ NatioBtl Ouatd 
meaMn rfo^ite the meoovcaieacc of call-t^ md nini^ to whicii tbeac employeei ae 
mhjea. 

CiadlA The ASVET hat ma with Coo^TTA, foe Computing Tedm^ogieilDduaiy 
Am ocia tioii. wUeb coeaM of 7400 infotmaioa teehnotogy ■«« itouod foe 
NaboL VETS it mw worldiig with CoopTIA eo a pilot a og i aiu to he^ nmitieiiiiig 
lervioeiiambeiBohmiiiceitificaionine c c aia ty tB work in certain computer fiddi. The 
ASVET aid foe Deputy AewtemSe ci c ta yhi^ aim ma with eaeculivei of Luceru 
Techaologiei to eneeutage hoiag of velem. In edrii t inn rime *iyetnni hai jninrd urith 
foe r^nmumifinn. Worhin of Anarica io a peejert which leade v a a e a i to 
emptoymem in the tekeemmunicalioiB ua ha By with aah m ATAT, US 

Pacffic Bell, md odteri. 

PfwVa Atitoeadoflaayea, VETSbegeaapUotpfogranlmoweaiPioVa 
(Pmnotiag RecB^laynicat Oppettnailiei for Veieiani). Thii program maahei 
en^eyeti in agivea geopip hica legion with ntnila job ddllneefo with gtotgie of 
liaiMioiiing militay jnyww* who have thoee ikilli. A maiketiiig it an 

irdegtalpatOffoepngialL 

PtogiBD (TAP) patte^ael guidei (wtuefa deecribe* the program end he advantages), a 
PioVa pattie^iaBt ep^katka form, end a lia of PtoVa comaeti a foe empioynieol 
arvice. APloVapowerpoita ta i .antaion giadeafoeTAP&cilitaof fotwigfaen 
eaplanebonoffoepngnm. EiPployen p ati cip aling in PioVa receive m employer 
toolkit, coesiaM of t laiB from e eetebci^ euppoiting PioVa (foe govenor in 
Tematsee), ea of foe pcopan'e oiieeion, en employe-tDleiea form, aid t 

Ba of PioVacoBtecte. These maet ie li ate enehaed in enatiaciivefoider wind! hti 
room for alditioial infotnmiotal maeriel. InTeaaemee,etaofpubliceerviceptiaids 

were ptepeed ad distiibuied to each daily end weekly nevapaper in Temaetee, 
mcnqiaued by a cover letter from foe Seerenry of Labor, a poster ii being prepared fix 
dii^V in tocal en^oymem offices, end ai mfixinaicnal brochure will be tvailible for 
nm diaribulion. VETS is plaoiiog to etpaidPioVa into more Stnes, accompanied by 
■ simila marketing con^ooent, in FY 2000. 
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■ Llctniiiig «nd Staff wbo ladlheceRifScationtDd licensing woikoftfae 
Interagency Task Foree on the CeniBc atl Mi and Ucensing of Trsnsidoning Military 
Pencooel have been meeting ibc human lesource personnel at various Federal 
departments to educate them on die education, training and ex p erienc e of military 
personnel, and the work of the Task Force in hel|ang military personnel obtain the 
certifications m licenses the dqMrtmenis may require &nm prospe ct ive employees. All 
the departments have asked that the vetman-specific website being created by VETS be 
linked to the job evening pages of their depaitments' websites. 

• Job Pairs Nationat Office and fidd staff tegulatfy visit jtrii birs to spesk to employers 
and to ensure that diey are aware of the trained, reqioosble pool of available veteran 
workers. 

• TAP As ptrt of the Tnnsitioo Assurance P rogr am worksbe^ (TAP) povided at over 

1 70 miliiaty installations around the country, local employers are invited to attend to tell 
the transitioning service members about the opportunities at their respective businesses. 

• WauiM Vtrataas VETS is also co-sponsoring i poster contest with other Depamnenl of 
Labor agencies widi the theme - “Hire a vat: she's a model employee." The winning 
poster, which must be created by a veteran, will be unveiled by Secretary Hetman at Ibe 
Department’s Annual Salute to All American Veterans on November 10, 1999 and will 
be distributed to employment offices dnoughout the country, veterans service 
organiaabons and any other locatira where we believe it will foster Increased interest in 
hiring women veterans. 

• VF.TS* inremet Web Piee VETS' site on the Internet serves as a source of infoimalion 
for employers and velanns on VETS' p rograms, initiativea, and staff. Linked to the 
VETS' page ate “e-laws" systems which assist employers, veterans, reservists, and 
National Guard members by providing information on the Uniformed Services 
Employment snd Rcemployinenl Rights Act (USERRA) and veterans’ preference. 

All of these efforts are on-going yew round, other than Ibe poster contest. 

We an gratified (hat all of these efforts contribute to the unemployment rate for veterans 

continuing to be a percentage point below ihai of non-veterans. 


$. In your leslimony. yov nale, "yETSitrt^ondlnglolhe ehalltr^ti andpotlilonlng lltrlflo 
rht •mpinymeni md training isiuei velirans will eiicouB<er in (he 21' ctniurv " Name 
specific examptes of: 1) haw VETS Is responding to the challenges of change velerans will 
encounter Inihe 21" cenliay, tmd 2) haw VETS is positUmir^itsel/to address the enjoyment 
and training issues in the 21" cenitay. 

WlA 

The passage of the Workforce InvestiDent Act ori99B means a sea change in the way job 
placement and training is offered to all Americans looking for work, including velerans. VETS 
is educating its field staff on the implications of WIA, and seeing (hat our State Directors are 
doing all they can to involve the veterans community in the local workforce development boards. 
Outstanding field staff wvU-veised in the Stale employment system are being detailed to the 
National Office to wwk as VETS' liatson with *e Employment and Training Administration on 
the regulations and guidance being issued that will impact the One-Stop Centers and employment 
and training programs for years to come In this way. VETS is ensuring that veterans concerns 
are being addressed. 

To remedy the problon many veterans face when trying to explain tfadr military training, skills, 
knowledge and ability to civilian hiring personnel. VETS has created the Military Resume 
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Writer, vi^iich is availiUe 00 the Ineroet The Militwy Resume Writer uitomstically describes 
in civilian terms the skills ind et^erience acquired in the nulhary based on Ak user's milhaiy 
occupation. This 0Q.4iiie tool will be linked to America's Talea Bank, thus tunpU&ing the 
user's task of creating a resume that can be nccessed and uodeistatKlable to employers. 


VETS now allows Federal contractors to file their VETS* 1 00 forms electronically, thus making 
this legal obligation less burdensome. Thousands more Federal contractors are now filing their 
VETS-lOO forms, meaning that DVOPsaod LVERs have a larger pool of job openings for eager 
veterans looking for the higber-paying, challenging jobs usually offered by Fcd^ contiaclon. 

Certifications and Licensing 

When an employer wants to hire veterans, we want to be sure the veteran Is job-ready. Moreand 
more of these e^oyers are requiring some kind of cenificalion or license as evidence of the 
minimum amount ofeducadoo, mining, experience and skills necessary for en^loyroenL Tobe 
sure that veterans are not caught short by this growing trend, VETS is inacking this problem on 
three levels. 

• Pederiltcvel With the DenaitiDentofVeteranaAfliura. the D e p ar tmentaf Labor ledhy 
VETS, has created the lotengeocy Task Force on Certification attd Licensing of 
Transitioning Military Personnel. The Task FMcemetforthefirsttimein June 1998 and 
has been meeting regularly since. Members include representatives of the Department of 
Defense, all five military branches, and r ep r esen tatives from other Federal departments 
andagencies. TbeTaskForceisstudymghowtbeptocesaofobtainmgFede^licenses 
can be eased for tnnsiliotung militsiy persoanel and veterans. For example, if all 
military personnel trained as motor v^le operators were able to leave the milrtaiy with 
Commercial Drivers Licenses (CDL). they usndd more e»ily rfotain one of the 80,000 
positions for truck drivers evailaMe each year. Having the CDL would save thousands of 
dollars in tuition foes for truck driving sc^l and the hundreds of dollars it costs to rent a 
truck for tbe driving test If miliuty persmnel mined and experiettced in aircraft repair 
and maiiuenance obtained their Federal Aviation Administration airfiame and power 
plant mechanics licenses while still on active duQ', tbq' could immediately obtain career 
employment with the ever-gtomng airline industfy and delivery service business. 

• State level VETS also has certificatioo and licensmg programs io States, which often 
require credentials fbr jobs in hetltii cate, law eofoccetDent, building trades and other 
occupations. VETS has funded veteran employmeiR teptesenlatives in States who are 
working with the relevant Stale agencies to ensure that veterans receive eredit for their 
military mining and experience when determining qualifications foe necessary 
credentials. 

• Private Indnstry Additionally, VETS is wwking with private industry and unions, 
which have created proprietary certifications acc^ted ntiionally as evidence of the 
holder's competence in compuler-telaied fields, construction and tbe trades, automobile 
mechanics, trainers, and many more occupational fields. 

VETS' progra m s are described in tbe answer to Question 7 below. 


7. Pleast name specifically Iht pilot program ihal re refirenetd in ycurlestimoay. Whenwas 

each program inaugurated? How long is the duration of each pilot program? 

Microsoft Initiative 

The Microsoft Skills 2000 Military IT Career Initudive began in May 1997. This pilot program 
was offered initially at Transition Asasunce Program (TAP) workshops si four military 
installations - Ft Lewis Army Base, San Diego Naval Base, Langley Air Force Base, and Norfolk 
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Nival Base. Hus pilot prograra ofTcred separating military personnel, their grouses, dependants 
and veterans with some computer skills the opportunity to pursue information technology 
training, loan assistance, and job placemnt services. After only a few months, Microsoft was so 
satisfied widi the results (in a brief survey, 3SK of 400 paiticipaots stated that the training bad 
helped them get ajobiniheinibnttation techmlogy field), Microsoft made the program available 
at dl TAP sites. Microsoft has received no funding for this program, and they have placed no 
end date on the program. Inthe Spring of 1999, Microsoft agreed to offer this program on a plot 
basis to veterans utilizing DVOP/LVER services in Maryland and Petuisylvatua. In Maryland, 
veterans arc able to obtain fob Training Partnership Act IV-C grants to help defray the costs of 
the technology courses leading to softnare certifications. 7)10 Stue-based version of the 
Microsoft program is scheduled to end no later than Apil 2000. 

• eWA The Communicabons Workers of Amoica (CWA) Military to Worii pilot project 
began inNovembet 1997 uKtwBsscheduledlonmlhrou^November9, 1998. A'no 
COM' extension was granted to exteird the final date to March }l. 1999. Separating 
military personnel and veterans with communications hauling or qititude receive an 
assessment of iheii current Mails and knowledge, and are then scheduled for fttrtber 
training or referred to job openings at telecommunication companies such as Lucent 
Technologies, AT A T, PacBcII and US West. Thia program is ecmdnuing without 
additional funding. In June 1999, Cisco Systems joined with CWA and VETS to create 
the Workforce Transition Project, the secc^ pham of the CWA project. The second 
phase is scheduled to end on June 29. 2000. Cisco Sysieais is creating a more 
sophisSkaied on-Ime aasesstneni tool than was initially used for (he Military to Work 
project The goal efftis new project is to provide quality skill as sess me n t and evaluation 
that leads to personalized tnining, certification and job placement. In conjunction mth 
(be Arizona State Universi^. three on-line, fully accre^ted personalized training courses 
will be offered to veterans, which will (each thm bow to design, build and maintain 
small to medium-sized computer networks. Successfiileompletionoftheeourseswill 
provide the oppommity to enter (he workforce in the computer-networking field. 

• PnwtpTnmni On May 17. 1999. VETS funded a training grant to the PowerComm 
Foundation in Boston. ParlneTing with the Inferoational Brotherhood of Electrical 
Workers 0BEW), sepualing service members and homeless veterans who served in 
combat arms in the military will be trained at an IBEW training center and be certified as 
electricians, journeyman linemen and telecommunicalions installers. This pilot program 
is scheduled to conclude on May 16,2000. 

State CertificaHon and l.iMMSint IniIMPVt 

The State certification and licensing pilot program began in September 1998. The Slates of 
Ohio, Maryland. Georgia, Colorado and South Carolina were given additional DVOP funding to 
hire a DVOP spedalisl to work exclusively on licenang and certification. Each State chose one 
or two occupations affected by State ctedentialing requirements to study. Occt^ions chosen 
included health care, law enforcement, cominereial drivers, and several trades. The pilot 
programs are scheduled to end September 30. 1999. C»uo and Maryland will continue their work 
for another year. Although Colorado's work resulted in service members being pennitled to lake 
State lieoising tests for which they did not otherwise qualify, the SWe decided that credentialing 
was not a barrier in the State. South Carolina U completing a comprehensive ‘gap analysis' in the 
field of law enforcement- Sou* Carolina compared fte training, skills and experience of law 
enforcemenl-relaled military ocoqations wi* the requirements of State and local law 

enforcement entities, detailing *e gaps that exist between the two. Use ofthisg^ analysis will 

make separating service members and veterans interested in enteriag the law enfotcement field 
aware of addititmal training they need to acquire before they can successfully seek employment 
in this occujation, which includes not tmly poUce officers, but also private security guards, 
prison guards, bailiffs and similar poadoDS. GeorgU is completing a lediracal asastance guitte. 
or TAG. in the fields of law eofoicemeiit and emergency medical technician (HJT). This TAG 
will include basic information about military training and expcTieoec for military personnel in 
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thoie fields, credentisliiig requiiemems adveesd)’ impactiiQ those wishing lo work in those 
occupatioas generally existiiig io other States, and procedures States can take to lower the 
barriers fiued by separating service members and veterans desiiuig to enter employment in those 
occupations. TheseTAOs will be ofTercd to all intensted States. 

Using what has been learned during the first year of this ploi program, new States will be 
selected this Fall to participate in this pilot program in 1999-2000. 


ProVet 

Promoting Reemployment Opportunities for Veterans (ProVet) began in tale 1998 and early 1999 
in Tennessee and Noith Carolina. The goal ofProVet ia to match separatittg service memben 
with a certain set of skills with a group of employers in e limited geogn{ducal area seeking 
employees with those skills. VETSfitndsStatestafrhiredspecificaUy to work vnlh ProVet 
participants and ProVet employeis. Transitioning military personnel blending Transition 
Assistance Program (TAP) workshops in the participating States who are willing to work in the 
State and have the skills sought are signed up to participate in ProVeL The ProVet staff contact 
works to match the soon-to-be-veterans with employers who have agreed to participate in the 
program. 

ProVet has a marketing element es a vital pan of the program. Some of the marketing malciia] 
irtcludea a TAP participant guide to ProVet, a power point presentation that helps the TAP 
facilitator describe the program to the workshop attendees, an employer toolkit explaining the 
mission of the program, ind, in Tennessee, a set of public service print ads whidt have been 
distributed to newspapers throughout the State. A poster has been created which will be 
displayed in local employment oflices. 

As the first year of the program winds down, VETS is in the process of selecting new States to 
join Tenitessee as 'ProVet Stales.' 


8. You havt idenUfltd daa colttclion under WU lo be a probitn fi>r VETS Please list steps 
VETS is taldng to adt^ss the way in wUeh VETS will eolleet data under WlA. What alternatives 
and new systems of collection are being discussed within VETS^ 

The Workforce Investment Act (WlA) requires the following data: entered enqiloyment rate; 
earninp received in unsubsidized employment six months after entry into emptoymem; and. 
retention in unsubsidized employment six months afterenlry into employment. This data is 
provided for those people who are required lo register (those who receive certain core services 
and/or intensive services). For USERRA and veterans’ pr e fere n ce, we have internal data 
collection systems. Additionally, we have goals that will require surveys and outside 
evaluations. 

In addition, we have been regularly meeting with ETA es pan of their accountability 
measurement team that is developing perfiMiunce measures and data collectim methodology for 
the Wotidbree Investment system. Our eflbtts are focused on cepturing data that is required to 
meesure performance eccurelely in order lo ensure that gorily of services to veterans is being 
provided. 


9. How many "corrective oclion plans, " menlioned inyoiv testimony, have been implemented? 

a. Describe each corrective action plan and the reason/or the implementalion. 

b. For each corrective eclion plan, slate placement rale before and after implementalion 
of the plan. 

Corrective actim plans (CAP) are typcally implemented at Che local office level, making a 
summary of them more time-consunung than what the deadline for this response permits. Thus. 
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we are only able to provide at this point a sampling of CAPs from seven] States, indteadng the 
reason for unplementati<» of the CAP md the resuhs. Should the Chairman still desire a 
detailed lepon, we can request such infotmation from the local offices and provide a 
co n ^re h ensive summary in the style below, with more time permitting. 



SAMPl£ SUHMMr OF RECSVr COWtECTIVE ACTtOHS TAKEN 



Dwf^Mon cri CAP laahM 

CrnnmtrM 

Pl»Ban«n( KM* Prior 

PlMorMntftM* 





AltoP 

UA 

late Reporting 

V 

• 

* 

:t 

OuWMoiWig of DVOP 

Y 

• 

* 

MO 


Y 

10.0% 

22.0% 

MO 

Failure B provide pnorty jab rHenal 

Y 

18.0H 

30.2% 

MO 

No cervice beyond IndW eppScaion. 

Y 

13.0K 

19.5% 

IW 

IMS Dell Bcorreci 

Y 

• 

• 

N 

Felled le meet Pertormence Standards 

Y 

• 

« 

Ml 

Failed 10 maat Pedetmance Standards 

Y 

• 

• 

Ml 


Y 

• 

• 

OH 


VotontoflN took CAP sRhough under 


OH 

Failed lo meet Perlatmsnce Stendenis 

hoU hwmteu for sittmafo performanc* maMum 

A2 

FiAed to meet Perfetmance Standards 

Y 

10.3H 

18.3% 

S2 

FeHad to mael Padormance Standards 

Y 

17.9% 

34.8% 

CA 

FeHed to meet Pedotmence Standards 

Y 

33.0% 

40.0% 



1 1 to a 1 — ^ 1 ni » ■ _ - 

nvwfi MHTaMVQ t NQ anwt 9fl DVMfnafn rvw 


In reading the above summary, pleare note that each CAP is unique to the issues involved. For 
example, the way a CAP wodca is shown by the Msssachusetts CAP shown above. 
Mass^usetts’ late repotting hid to be co treeted before the next scheduled repoR was due. For 
the Cmnecticut CAP inthe chart, Comecticul foiled to meet its outstitioning tequitetneal, ind 
was required to outstatioo more DVOPs before its next scheduled report. The remainder of the 
examples in the chsrt are siimltr and fairly self'explanatofy, except that Ohio presenta an unusual 
example. Ohio placed haelfoo a CAP, even though thia was not requited because K was a pilot 
State testing alternative measures of perfonnance. 


10. his my mukriiandlngiha the DtpirtmeM L^or comptiu la strirtta andtr the TliU 
IV-Cpropam. iheHomtItss Vtitrats' Jttbaegraian frogram (ffyXP). and ihe National 
yeltrani Traimng /njfintfe (t/VTI) program, h that cornel? 

Yea. 


U. The HVRP it knownas one of ihemort con effective programs Inriajiderolartna. inlhat 
commmlly-based organOatioia across America have a good record of placing homeless 
veterans in Jobs In a cast effective way. Do you agree? 

Yea. 


]2. Also, the Sational yeterans Training Institute that provides Irolniitg to DVOPs 

ondLVElts. amo?^ others, is run by one of the universities In Colorado ratherihan by the Labor 
DepartmentorlheOfficttfPersonnelMdnagemenl.forexample. Is that correct? 

Yes. 
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^y^f<olbyovasstssmenttrfyovorpmaiakmlia^eoi>^l€dHVl(J>andNVnitrncts 

for txtmple. <rt yov getting reliable seniet prmukre ihrotigh Ms approach? Are they 
accountable? 

VETS' tasessnuDI is (he fhUowiag: 

Nvn 

NVTT is pnmdini ewqKio nsl tn ining, ad ate have a CootaKtii^ Officer's Technical 

Rep^seotitive (COTR) 00 VETS' staffi who it re^nosibk for assuring thM ite coBtnelor is 

held acGomtible. 

HVR? 

HVRPisaexceUeotprDfnm. Our State Oiiectan an (he GiM Officer' sTechoictl 
R^acaeatavea (0(3TR) for each HVRP grani. (espoosible hit assutint tint HVRP grantea a 
held aocotaoMe. 


l4.lf)ieutouUieaeeamagk>tandandproaUecwremNVnteivlettaMHntrierviees 
•hroiightameargmltMaii<iflhe^deralerttalegoaertumnl.wouUyoufhto.orwoidd)>ou 
nmctauc (0 eoa^prer such savtces? 

We wotdd ceint iii ue to ceinpeie NVTT aod KVRF, Where it pmgi M iMnfu- ^ 

(hr NVTT and HVRP, we dtoold sod wUI coodoue (he cutRot pcKtioe which is to cotBpeto (hoe 
aervieet. NVniiopanledbytfaeUaiverailj'orCetoido.t SodecMity. wkI HVRPgratdt ate 
giveo to Statca. local fovenun cB ts. and enenemt i t ybatod oapoiaBionc. WecBcoaipetoNVTT 
and HVRP hwwr dsey ae wlf-cooCBaed piegiae ai . 


IS. Ghen the rtbnhttueeta that DOL teems eo be harb^ In compe tin g toon ^Usprogrami. 
m^ghtnlhai m mf ai liigafpeMktemeetleamafMlhemttafVkefToUlemCart'ten- 
going NaHenal Perfarmanta Untew wid dat a vewelni Cm mua mm I n klm l e e* . teotM you /boor 
ctmpel ln tatteram'eapla)meMimdnaliMgiertkasln Males d^Ao ml otahede m on M trabU 
Improvaama trlMn two ftars. for eian^U? 


ai^mr. why not? Whyhtwoyeartnola/hlrammlafllmeforaitalaloimlnlimrooe m enilH 
Us emplayumu atdwtdrdngsvakasfar oMartmt? 

Theiaweiinotconipetitioo,nocptwtoiTtoiiin DVOPaadLVERapcsatiooiveBolHlf- 
cr a dii i ird pie gi to at . had Bdhar we paw ot and duato d end yeo, (he Stato public labor eM ha ngc 
q«eaL TheSatecnployiBeattyatoraisapptoidDaatelyaSt biUaca vaanalhtoisotKoflbe 
leguiiad patlncn under WIA. The job lisli^aad Federal Coatiactor job Uttiivi go to (his Stale 
copleyBeto spMB. I(iithiii}alBittalcoBtaiaifltoMereaehnti|eia6Miuetutc. This it 
((■bd by (he Depaaoeotof Lato osiog Federal UnemployiDeat Trust *>«»"“» (FUTA) 
OMoies. Fialhuiuuie, VETS is unique u> that we have split eo to mWlee t: Labor, Education, and 
Health and Kiinao Services fcr appnpriatioito, mi Vetenns' Alfme for auAoriatioci. 


Tide 31 aathocizes dust ina, mil are provided priority of acrvicee in the pubUe labor exchenge 
lyatem. Tide 31 further «»*t><w«wa fiadi to hhe veam nt who sette ea DVOFs md LVEXs — 
trie are requited to week in (he paUk labor eadanpe syriea - to aupneal the servicet to 
vetenns provided by that syML CuRotly.oflbeippnoEiBadelySM.OMjobtebtaiaedfhr 
vetesans Ifantgb the pubUe lAor exthatge systes, aneroid toe by the eniploymeat system (not 
DVOPs and LVERs), one^ hii d are by DVO^ and ene-th ii d me by LVERS. 

Ifweconqiete the DV(V aod LVER progr ams , we would leae vetonns' priority of service in (he 
entire Worldoroe Investmerd qMn. TitleStgiveetotheLVERthejobefovetrigIdof 
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vetenQs'prinityofsCTviccsio the entire pubUc labor exdiaiigesyfUas. We would have to puJl 
out of the Wnlcforce lovestmeot system all of the pec^ that Ulle 38 authorizes to augment 
services for vetoans. The liboteichaage infrastnicture would remain with the Woifcfarce 
Investment system under foe jurisdictioo of foe Labm committees. A duplicate labor exchange 
in&astructure (e.g., a separate management structure; buildings; equipment; hardware; software 
systems; tepwtiog systems; etc.) would have to be developed for veterans. In addition, Title 38 
would have to be fundamentally changed to allow DVOPs and LVERs to work outside the 
public labor exchange system. Emi^oymeni system staff are requited by law to be public 
employees. Bringing in an outside, private secln individual to Ik pert of a public employment 
system stafiisd by (ubiieemi^oyees would create Hs own set of problems. Aacunentty 
structured under Title 38, co mp e tin g foe DVOP and LVER programs outside the public labor 
exchange system is unworkable. 

Two years is sufficient time for a Stale to make improvement in its employment and training 
services for veterans. In itcognitioa of fois, we bstre recently rerised our Strategic Plan. We 
invited the QAO to assist VETS' staff (senior DVETs, Regional Administrators, and Naliona] 
Office staff) as we drafted this revised Plan, and GAO ii^w was invaluable in fois process. We 
are moving from relative measures to absolute standards of acceptable performance. As pan of 
our new approach, we will develop an ioctmive, rewards, and sanctions process for DVOP and 
LVER grantees. Nationwide standards of mtoimslly acceptable performance levels applicable to 
each Stale will be set. We hope to fully implement this plan fm FY 2001 , using FY 2000 as a 
transition year. 


16. How would tht Congreu tndy blow the eopobllOy qf a pmat stetor employmeni and 
tndning plactmtnt Inflioffve for veiennr Ifwtdonolca Itasi pilot list such a concept? 

Clearly, use of pilot testing for new c o nc e pt s has meriL The mission of VETS as directed under 
the law is to provide iwxiiwum employment and training opportunities to all veterans regardless 
ofbatTiets. Todq' VETS provides a national ptogtam to meet this mandate at a cost of about 
SdOO per placenta 

The mission and elietuelc of private sector employmeni firms is clearly very different from 
VETS' miaaiOB to serve ell veterans. Private sector employmeBt firms typically provide refonals 
to companies for serialized or very high level positions. Many of foe people that they refer are 
already employed Companies loridng for em^oyees m genenl stil] uas foe rtewspaper and 
electtonic job banks. Piivaie sector enqtloyineiit firms, once a position is filled, gently 
provide no ftirfoet assistance to those who did not get foe job. 

Given foe differences betwe e n foe private and public employment systems, designing a pilot to 
evaluate privatization ofDVOP and LVER services is diKcult because roost private firms do not 
have experience working with foe fiill range of veterans including those who are disabled, or who 
have otto btriieR to employmenL It is often difficult to ensure against creaming in any 
privatizBtion pilot, which is a tnditiooal pioblem in the training area. Clearly any pilot teat 
would have to include controls for til variabka, to ensure that comparisons are valid. 


17. "TTk Transition Cominisskm rtports that only two percent of veterans use State Job Service 
offices now. CouUn Twedo belter than ritat by using private sector Job placement firms for 
veterans?" 

Th> T r»,%«i t<nn r nnimiw in’t f1«im thia only 2 percent of veterans use foe Job Service is asolto 
instance where foe Commissioo has mismterpreted data that was provided to foetn. Data (fiom 
ETA'S Form 9(X)2) fm PY 1996 (which is foe Program Year the Commission used) indicates that 
2,035.000 Veterans nd Otto Eligibles wen re^sleied with the puUic labor exchange system. 
The BLS forecast frw year 1 997 (which includes half ofPY 1996) reflected that foeie 

were l4.2SO.OOOveteratamtherivilian workforce. Thus, a^icoximalely more than 14 percent 
oftbevelBtansinfoewotkfoTceusedfoeiwbliclaborexchangesyslemmPY 1996. llisclear 

foal most of foe veterans seeking eoifdoyment use foe Slate Job Service offices. 
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As pointed M in questtco 16, the au»iga<^privMe Mctor efsplaymcnt ftrmi it diSmil ihin 
our public tibotexebanses)«em. On Septn^9*.tteSiaio>nimitteeoa Benefits of te 
Veletnt' AfUn CommitCee bdd i henri^ on ml ig i i fiiM inf. The Subeoeunittc 

invited (epcaenutivei of Hire Quitity. t privMe sector ei^loymetf Gnn which only 
vetBns,«ote«ify. The Hire (^isliQ'npfeeeMitives testified dut of devetennsthtt use their 
services, fiSSaeie&nedlea^laim ThorfuRherkstiSeddiey thsught Aoutou^faiidof 
those tefened tel jobs, ahhough Aq icpofled Ant Oey hed no had d«i ID suppoft this estinm. 
ThitmesMthstlestflBnZZSoflheveienMtlMieekHiieQuidily'tsavKestetiobs. In 
compuisea, for pcognm ye« 1997, over 25% of sU vetersns KfisHnd at the Stite lob Service 
offices pot jobs, induding tfaoee herder ID serve vvtenns. such st the fecial disabled, botseiess 
veterans, s^ofiKrvelems with beriien ID cmployineaL In nUitioa, may other vetoiiB were 
lefetied to nininfi sod other supportive services thee will nudee them jolvieady in the fiitise. 


QnotiMs eabaWed Isr the racer# by 
Cenponraaen Cerlnac Brown 


I. What sort cf help do*s KETS need with ptaerdm* ythe Home Coinmlmt oit Vtttran' jiffiairt 
were to tvroipr^ o GdO IceM (0 werh with fTTS on sOmrgiepliBK /»7fan»icr geob end 
Intend lot. woeU a be lnlfifidmdmiU Hurt h any barrlen 10 n^h 

I have leceatly insticuted a Stmepie Plaonias Team conipoeed of senior VETS Stele Directois. 
fietiooalA dm i ninw ton end Nationel Office itaffdtat win perform Sawepen^ Annual 
Petferaunee Plan devekpmeat ted planniog fix dKifcacy. Thisteaaidieuldbe^loaddresi 
meet of our (danniag neeib. Abo, we am noldni imeMed laeoflheplaBiuipicsourcei 
avsiitbk to ue wittiin the DepatmenL We hope to man ptieipMe b a Dcpatmeetal co n tra ct 
that will provide plannat and perfor ma nce raeanranenl euppetl from teeognimd private eeetor 
expem, auch ai Mat Mercer. 

We have found CAO'e »*•■——« in the past on plaanifid to be hdpfid. OAO wm invited to 
work with our newly muiliaed Strata Pbening TciB, and provided input « ill fust meetinc. 
We used OAO's aa tisu n ce to teviee out Sailed Pbn. OAO has sdviseddib tbs Plan b 
raoving b) the right drcction. OAO's leilitaorr was uaefid in addre ari ng the coaflicling 
manilMetofTMt?l.ttieWlA.sndiheOPRA. Wewotdduaeanynicfafiduteisaiatanceifh 
were offered. There would he no bTier i Id VETS wnking with OAO. 


Z TWyeaoafftwhen^ressenrrpdortaitjllcdiqbnesMIvhsarinroaC/ibihaeofdrhr 
rut m e ia iipri hr had tttrtnrtenatod *a seniar aiewn gea ie i n po tH ien tkooud lottnatgic 
phsoiiitfr' Every (iairwrhavt seen thr PETSorgonttarioMf chvtriner, ihapoattlonfiatbtm 
taami. 

Tlus pontioo war filled at March. 1997 ■ pen of iieorpniiMieo. Howover. the individual thn 
iv igiMlI y filled ihe pntitiflo mtaaquaitlv rethed. Another Hnior suff member WB airigned U 
dm poeitioabiaecDeptedi detail Ifatf lasted mote then a yev. He has araoe liken a job with 
anotber agency. 

IPni there awwyJbrdbrpoeidoA aid if there wee, whaheconeiifir.* 

Duing the last two yenrs be Uttb savings avtiiabie aa a result of the detail were used to increase 
the travel fimds availsMe to field staff u conduct local office evaluations. 

Donijmimtalbodfylofiaa? WltairtthebeeritrtlofllUiigthalpnUioe? 

We do not feel tbe need to fill it ndns time because we have a d dres sed Ifac need through the 
creUioooftteStittpcPIsmiivTeamdiacusiedibove. We sro tesBucturing ota Strategic 
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Planning fuDctko. WehaverecenllyestablisbedaSliaegKPlanningTeim. AVETSseoior 
managcoient official chain this team, comprised of VETS' Slate EKicctora, Reponal 
Administnuon. and Natkmal Office staff. This team will coordinaie its effbits with the 
Depanmad's Strategic Management Team to mem the strategic planning imeds oflhe 
Depamnenl and the Secretaiy. By utiiizing field staffoo this team, we have included those who 
monitor State perfonnance and validaie perfonnance daw 


3. Ar Evani jaid during the hturing there will be legislation hefiirt the f'eterans ‘ Affairs 
Committee this year ineorporaiit^ recommendations of the 7>atsUion Commission. Wewould 
like to have usefid bgnilfrom VETS. 


Do you have anyehing positive to tell us about their recommeruktions? Canyoubemors 
specific than merely approving dteir intentions? Was there a single workable idea with regard 
to veterans employment? 

As we stated in the Department of Labor's (the Department) response to the report of the 
Transition Commission, we believe diat die Congressional Commission perfmmed a long 
overdueservice-areviewofFedaally-fuDdedbenefitstoourNatioa'svelerans. Whilewe 
agree with the general recommendations on the subjects that follow, we believe our method of 
attacking the issues will ultimately bring more positive results. 


TriMition Aatinanee Proaram 

The Transition Coramission recommends that the Department of Labor's Tranation Assistance 
Program (TAP) workshops be offered to service memben as soon as one year before the 
anticipated dale of separatioo or two years before the anticipaled date ofretiiemem. but no less 
ihanPOdaysbeforetheanticipaleddmofsepaiatioeorretiiaDenL The Department has long 
supported the idea of offiuing TAP one year from s^aration or tetiremeni. Focus group 
participants have told us that TAP alerts them lo uumy issues with t^ch lliey have to deal prior 
to separation artd which they will foce for the first time immediately aAer separation, and they 
could usemoretimebetweenTAPandtheendoftheirmilitary service to handle these issues. 
TAP is also oneavenue VETS uses lo gel the word out on the credenlialing requirements of 
many civilian Jobs. lflheTAPparticipanlsarelackinganeducaiioiutlcourse,a test result or the 
like before th^ will be able to enter the civilian occupation [ot which they had planned, there is 
insufficient tiiiw for them lo acquire these things, lesuldng in unem^oymeni, underemployment, 
and additional ftnanciai expenditures. Separating and retiring service members will make a 
smoother transition to civilian life if they are able to attend the Department’s TAP workshops 
earlier. 


The Transitioii Commission correctly stmes that many of the measurements that VETS has used 
are now outdated. We agree wifo their leconunendation that new outcome measures be 
established that more accurately reflecl the results of VETS' programs in the new employment 
environment which includes the Workforce Investment Act and One-Slop Centers. VE're b 
already working on establishing these new measures. VETS has completed surveys, focus 
^ups aitd has engaged in individual discussions to determine new measures. VETS has also 
authorized the Alternative Measures Pilot Program in several States. Each State has 
independently selected a set of measures and has applied them toward the identification of a set 
of portable outcome-based and process measures tiiat may be institutionalized inafoirand 
consistent manm. VETS continues to work on formulating and instituting new measures that 
will mote accurately reflect the outcome of VETS' prtframs. 

Marketing 

Tbe Department also agrees that veterans should be marketed to employers looking for 
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responsible, dependable, bard-worldng, dedicated, skilled wotken. We agree that the 
Department diould fiuilitate die emptoymenl of irtnsitkiiiing service members and veterans 
throi^ the Department's Ameice's Career Kit website. We do not ^tee that a commission 
costing the taxpqm milikms of dollars a year should be estaUished to diccct the marketing 
activities. VETS believes that die best way to market veterans is on a retail level -to iiKlude 
marketing efforts in our pilot programs as we ate doing with PtoVet, for example. VETS 
actively seeks on>onututies to ^leak to employer audiences - most recently in September in 
Seutle at a convention of hundreds of Fed^ cmitnctois, sptmsored by (be Office of Federal 
Contract Compliance Programs. The Assistam Seoelaty has met with Microsoft Coiporaiion 
representatives. Lucent Technology human resource petsoimeL and with Cisco Systems officials 
aboutthebenefitsofhiringveienns. Tbe Assistant Secretary and staffhive met with CompTlA, 
a gro( 4 > of 7,500 informatioo technology companies, and the parties are developing a pilot 
program that will lead transitioning service membefs into employment with member companies. 
Publicity geined from an event amtouncing a grant to tbe PowetOanm Foundation in Boston, 
suf^NHted by PowetComm, a leading utility company in the Nntbcast, hu led several other 
utility companies in the area to call VETS and ask how they can hire qualified veterans. 

Tbe Department believes that in this era of tight budgets, tbe best use of marketing money is 
direct st^port of programs, rather than a new, costly marketing commission and blanket 
advertising. The ikes that the U.S. Army is having trouble racruiting de^ite millions of dollars 
in advertising is evidetKethti a mote targeted approach is more effective. 

Electronic Em alavmenl Assiaanee 

While the Departroenl is pleased that the Transition Commission generally supports the 
development of electronic em^oymeni assistance for veterans, we believe that the establishment 
of a Veterans and Servicemembe t s Interiiel Site (VASIS) will duplicate what is already being 
done by the Employmeot and Training Administration (ETA) and VETS on behalf of 
transitioning military personnel and veterans. ETA has created several distinct websites under 
the umbrella of America's Career Kit that provides all Amcsicans, including veterans, with 
invalusfole employment infonnatioa America's Job Bank, America's Talent Bank, and 
America's Career Information Network (ACINet) list millions of jobs and infinroation on 
educational and training opportunities. A website mih information on Federal, State and 
proprietary ccrtificalion and Ucensmg information is beirtg developed. ETA has agreed to 
include ail tbe information gathered by VETS on Federal licensingan the website. 

Certification s ~t 1 Wdnite for Veterans 

As mentioned above, VETS is creating a velenn>specific website, which will be linked to ETA's 
sites, VETS' hortte page, the Military Resume Writer and other ippropriate sites. This website 
will include detail on tbe training end experi e isee gained by militaty personnel in the 25 
occupations thu r e ts es ent tbe largest number of separatees and that have civilian counterpart 
occupations that require some sort of credentialing. For those 25 occupations, the user will be 
advised of any 'gap' tfaal exists b e twe e n the user's military training and experience artd tbe 
training and experience needed to qualify for the civilian credential. For less common miiiuuy 
occupations, information will be provided on credentialing needed for the related civilian 
occupation. If credentials are needed, informationonbowtoobuin thecredentiaJ and the 
applicable Federal. State or proprietaiy credential contact person will be listed. Beginning 
January 1, 2000, the website will be available to (be public. It will initially include general 
informatiim about certification and Ucensing, as well as the results of the gap analysis for at least 
halfofihe targeted 25 occupations. By MarchJl, 2000. the remaining occupations targeted for 
gap analysis will be added to the website. 

The veterans website is also going to include a section for employers seeking access to a 
credentialed labor pool and a section for credential^ board officials who may need to access 
military training and experience for its comparability to the board's requirements. Once a date is 
set for the public availsbility of the site, VETS will engage in a marketing campaign to spread the 
word on the availability and benefits of tbe website. 
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Lieensine and Cenificalion 

The Tnutritinw Commission recMoiDended thsi the Dcpanmeot iocrease the availability of 
ciedendalisg infbnnatioD on ETA's websites and that the Department work with the 
Departments of Defense and Veterans Af&irs (VA) to determine the extent to which 
ctedenlialing requirements pr esen t employmest barriers. As staled eariier, ETA is developing a 
certification and licensing website, and VETS is creating a vetenns-specific website which will 
belinkedtoETA'sshe. The Interagency Task Force on Certification and Licensing for 
Tiansitiooiag Military Personnel was jointly established by the Depaitments of Labor and VA in 
April 1998, has been meeting regularly since June 1998, and includes repr ese ntatives of the 
Depaitment of Defense and the Army, Navy, Air Force, Marines and Coast Guard. 

Inh Training 

The Transition Commission acknowledges the need of many veterans to receive job training. 
VETS certainly agrees that as many veterans as need training to prepare them for the jobs of the 
21* century should have access to such mining, and we appreciate (heir support in tUs effort. 
VETS does all it can to hcililate job mining oppotiunilies for vcKrans, and we hope that these 
efforts ate even mote successful under the Workforce Investment Act and the One-Stop system. 

Federal Contractor Piogtem 

The Transition Commission makes several recommendations to increase the hiring of veterans by 
Federal contractors. Obviously, VETS and the Department support the bottom line of the 
TransitiooCommissioo'srecommendations- mote jobs fi>r more veterans. However, we do not 
support the methods the Transitioo CommissioD suggests for retching this gosJ, which include 
setting quotas for Federal conmeton and buidening Federal contractors with additiorkal reporting 
duties. We believe that several steps have already been taken which uhimately will lead to more 
veterans finding good jobs with Federal conmclors. 

Congress itself took the most io^ortant step last year by passing the Veterans Employment 
OpportunitiesActof 1998(VEOA). This legislatiMi prohibits a Federal contractor tern 
obtaining a new Federal contract if the conmetor has fSukd to file the required VETS- 1 00 form 
due as a result of prior Federal conoacls. VEOA has had an immediate impact on the Federal 
Conmemr Program (FCP), From April-August 1998, the FCP received an average of 8.8 
contracting officer inquiries per month. From April-August 1999, the FCP received an average 
of I0S.6 inquiries per month. In 1997, the FCP received 22400 VETS-100 forms electronically. 
After an outreach campaign to co n tra ct ors, 47,000 VETS-100 forms were electronically filed. 
There has been an increase in phone calls and emails inquiring about foe FCP of 263% fiom 
Mirchof 1998 to July of 1999. All oftbe new employers and additional hiring locations ore 
added to VETS database of Federal contractors, which DVOPs sttd LVERs use for job 
development. While we will not have the numbers for anoOter six mmilhs, we do believe that 
VEOA and the increased awareness of Federal contractors' human resource personnel of their 
obligations to veterans will tesuh in increased hiring of veterans by Federal contractors. VETS 
will continue to work to improve foe effectiveness of foe FCP. 

Vocational tart r«un»1ii'B 

The Transition Commission's recommendations with regard to the Voc^oaal Rehabililstion & 
Counseling isogtsm (VRftC) are directed at the D e partment of Veterans Affoirs (VA) Since 
VETS works with VA on the VR*C program, we vrish to be on foe record that VETS certainly 
agrees that VA and VETS treed to work continually and coosistentiy Co improve this program. 
We believe that the facts show that great strides are being made in VRAC. For example, the 
entered employment rate of graduates has increased from 33% in FY 1996 to 64% in FY 1998. 

In &ct, by the end of foe dtird quarter of FY 1999, if tiw number of persons lerminated or 
discontinued in foe program VA arc discounted, 92% of tire graduates entered employment 
VETS staff is dedicated to wwk with VA staff to continue this record of improvement 
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Homeless Veterans 

Lastly, sve appreciate the suppMI sboum for tbe Homeless Veterans Reintegration 
Program(HVItP), which is a highly successful, cost-effective homeless program. VETS b 
corrrrrritled to usir% the funtling granted by Congress to iocicase the number of homeless veterans 
who receive training and employmeol placement services ihrougb HVRP's service providers, 
leading these men and women back into gainful employment and reintegratioD into American 
society. 


4. "men was iheextculive branch's Iasi recommendalion for changt inveurans 

employmeni programs?" 

The last clear formal recomnxixiation for change was shared with Cmgress dionly aRer VETS 
assumed tbe authority to cmduct tbe DVOP and LVER grants. That recommendation by the 
executive branch resulted in a House bill that was eventually passed and oracled on May 20, 
I98t as the Veterans’ Employtnent, Training attd Counseling Atttetrdments of I98S (P.L. 100- 
323). In the last decade, VETS has continued to worit closely with the Committees on many 
proposed changes to Title 38. 

Specifically, the Administration, through tbe VETS, has worked with both foe House and Senate 
Veterans Afiairs Committees to continuously enhance the law to meet tbe ovetall goals of Title 
38. Recent improvements have been in USERRA. Veterans Preference Investigations, and foe 
Federal Contractor Program. VETS has fonher taken (be initiative in foe use of pilots within foe 
authority of Title 38 which have or will result in furthering (he ultimate mission of Title 38 
which b provide maximum employmeni and training oppoitunities” to veterans. 


S, How relevara art iht rtporting rtquiremeius o/TUle 3& Section 4107? Should they be 
updated? flOuss should they include? 

Some of the existing reporting requirements are no longer relevant because of tbe systemic 
changes In foe public labor exchange system and the implementation of the Woritforce 
Investment Act, which made obsolete many of the reporting requirements of Title 38, Section 
4107(c). When Title 38 wu last revised b 1988, foe SlateJob Service office was the primary 
deliverer of employment and training services to veterans. Veterans who used (be system 
registered at (be local office. Now, veteransgetjobsthrougbeleclTonicjobbanksCike 
America’s Job Bank), Bansition assistance programs. Federal contractors, etc., and do not 
necessarily register with (he local Job Servi« office. Title 38, SectiOD 4107 mandates that VETS 
report on veterans who register and receive servicea at tbe local Job Service office. 

In addition, many of foe definilions of aervkc no longer exist within tbe SESA system as (bey 
once did. An example is counseling. Most of foe States no longer have counselors and these 
functions are being accomplished by tbe LVERs and DVOPs through case management. 
Additionally, several of the placement sUutdards no longer reflect tbe requirements of WlA. 

Should they be updated? 

Yes. 

IFlitU should they include? 

We should report all areas where veleraos get jobs due to foe assistance of VETS-funded staff, 
not limited to tie local Job Service offices - for example, America’s Job Bsnk (AJB), foe 
Transition Assistance Program (TAP), tbe Federal Coatractot Program (FCP), and all special job 

initiatives. Currently we do not have measurement systems that can measure all veterans who gel 

jobs through these souttes, but we should at least discuss what we are doing in each of these 
areas. 
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In addition, vve need new perionnance measutes that reflect the really of WIA and the new 

employment and tninisg system. Forexample. we need the new measurements requited by WIA 
(entered employment, earnings gains, and job retention), as well as pilot testing othn measures 
of performance, such as minimum performance levels and incentive programs. 


6. Eifdain the retationsh^ of rht VETS Snuegic Plan to the Department of Labor 

Should VETS have Internal working document] for ttrtotf^c and performance planning’ What 
would be the froTTiers to creating such working doaanems? 

A DOL plan is required under the CFRA to be develr^ted and submitted to Congress. There is 
no requirement in the CPRA for individual agencies (such as VETS) within the Department to 
deveiop and submit Strategic Plans. 

The Secretary of Labor, as pan of the O^amnent's strategic management effoit, made the 
decision to have VETS and other agencies widtin the Department develop Strategic Plans. 
VETS Strategic Plan essentially takes the strate^c goals expressed by the Secretary in the 
Department’s Strategic Plan, and translates them into performance goala for veterans. Key goals 
and components from individual agency Strategic Plw are integrated into the Depanmenl’s 
Strategic Plan by a Departmental Strategic Planning Work Group. VETS is represented on this 
workgroup. 

VETS has intemai working docunems for strategic and performance planning, and performance 
measurement issues. Also, as part of the consultation process that the Strategic Planning Team 
will be conducting there will be working documents as input is reconctied. 

There are no barriers to the creation of such working documents. 


7. How Important are accurate measurements as an Indicator of VETS' effectiveness In carrying 
out veterans en^oymenl programs’ 

IVho should pay fy accurate measurements? Would it be usefid to ask GAO to make such a 
study? 

Accurate measurements are very impotianl, because without accurate measurements, standards 
are meaningless. When new performance standards are developed, they require new 
measurement systems and systematic medtods to collect the required infontisdon 

Newperfotmancemeasuremenlsanddalacollectioosysremsarevetycosdy. Consequendy, 
(heir value must be weighed against (heir cost VETS' position is thm (he most cost effective 
way to measure the new perfonnincc standards is using several indicators, especiaily those (hat 
are pubiicly available such as those provided by (he Bureau of Labor Statistics (BLS). Since 
measurements have been paid for with program dollars, we believe that it is most prudent to use 
the least cosdy measures that sdll provide accurate information. We must find the balance 
between (he need for accurate data and the level of services we provide to veterans. 

We would be delighted to continue to work with GAO, as we have done in revising our Strategic 
Plan. 


8. How much would it cost more than is now in the but^l tofidfyfiind the DVOP/LVER 
program, as requested by the Secretary of Lidtor? 

ForFY 2000, the additkmal funding (more than the requested FY 2000 budget icvel) needed to 
folly fond the DVOP program would be $42,042,000, while the additional funding to foily fond 
the LVER program would be $24J77.000. 
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How do you ealculatt Ihoi? 

Fiia tbe ^evious year’s total expense fix salaries and benefits are computed on a per staff 
position basis, together with tbe administntive overhead and per capiu capital expenditures. 
These costs ate increased to accouin for inflation and salary increases, and multiplied by the 
number ofDVOPstaffthai would result from applicatiwt of the statutory formula, and 1,600 
LVER. To this total centralized costs for postage, travel to NVn, and the system used to transfer 
monies to the States arc added. Also, tbecostofpnmdtngeKhnewly appointed DVOP or 
LVER a personal computer is added ia Thisgives tbe total costs of supporting the statutory 
levels of DVOP end LVER staff. 

9. In the agt rtf’ OneSKp, what impact would fidl funding havt? 

Full funding for the DVOP aitd LVER program would better ensure that quality services are 
provided to out Nation’s vetenns by all staff, and that the unique needs of veterans vdx) are 
disadvantaged in the local work force are being met by trained professionals. DVOP/LVER 
specialists eouM be staboned in all One-Stop centers, and would be available to ixovide case 
management services to all those who need ir, to facilitiue TAP workshr^ and provide more )ob 
search assistance to TAP participanu who need it; to increase outreach to Federal contractors, 
including marketing; to conduct more job search workshops; to ouiststion more DVOPs at 
homeless shelters, as funding for such dKiters have increased; to increasing out licensing and 
certificaiiM efforts to alt Stales; etc. 

Full funding ofDVOP/LVER at the Stales' request level bcginiungin PY 2000 would permit the 
staffing of ^poximaiely 2,119 DVOP specialists and 1,600 LVER staff at vitlually every One- 
Stop Career Center. Tberesre cumMly LSWlocafioasrecogninedasOne-StopCareerCenteis 
by (heir respective States, 2S3 of which are satellite offices, educational Institutian locations or 
other related access points. Tbe Woritfotce Inves u u eu lActof 1999 requires all public labor 
exchange to be delivered through Ono-Stop Ctteer Carters. By luly 2000, all l^r exchange 
serviees should he operating one-su^ centers, and are poject^ to numbs up to 2,600 
centers. 

There is a clear need for Local Veterans’ Ea^loyirterrt Represencativee. whose mein fimciion ie 
to provide functional supervision to ensure that all office staff are equipped to serve veterans in 
compliance with the Slate procedures developed firxn guidance supplied by the Department 
based upon statutory and legulatory requiienrents. Unless we can ensure that staff are assigned to 
such centers, we wouldhave to rely on Stale's compliance with 3g U.S.C. 4104{aX2XB)and (be 
intent to have public sector, service deliveiy pcnnl (office) mantgen supervising and ensuring 
priority services to veterans even ifno DVOP specialists or LVER are assigned. 
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Congres3%»man Brown to U.S. General Accounting Otfice 


Questions submitted for the record by 
Congresswoman Conine Brown 

1. Question: 1 agree with GAO's evaiuation that. In essence, everything in a 
strategic plan or a performance plan needs to be explained and justified as if it 
were being read by strangers to the topic. Such explanatory material Is 
frequently missing in the V^IS strategic and performance plan under review. 

What concerns me in your testimony is that GAO likes to see every Tcrossed 
and every f dotted. 'Hiat isn't eagy for a service-providing agency, lam 
remembering that in the Subcommittee on Oversight and Investigations 
hearing on Y2K readiness, GAO wanted all the medical devices taken ^art and 
tested, though the manufacturers warned against doing so, and even though 
such actions would void all the warranties. 

In this case, GAO's evaluation team indicated to subcommittee staff it was 
more familiar with straie^c and performance plans than with veterans 
employment programs. That is an arcane world. Ml of hard-to-understand 
terms and reasons, many of which were absent from the reviewed VETS plans. 
Yet witnesses and staff who were familiar with veterans employment found 
the plans less incoherent than GAO's team did. 

Is It possible that, rather than lacking 'a coherent end result,' these plans were 
more undecipherable to a skilled team of outsiders than to the initiated and 
that what they reveal is not muddled thinking but unclear wiiOng? 

Answer One of the many challenges In completing strategic and performance 
plana is writing them so that they are easily understood by as wide an 
audience as is envisioned by the Results Act Potential plan readers include, 
for example. Members of Congress, department and agency personnel, state, 
local, attd oUm officials responsible for pertineni programs, program 
beneficiaries, taxpayers and the general public. Plans need to Include 
sufficient information to allow readers to understand an agency’s rationale in 
developing Its plans yet tl the same time avoid overwhelming readeis-a 
difficult task to be sure. But whatplansneed todo, at avery baslclcvel, is to 
communicate what an agency hopes to achieve, how it is going to achieve it, 
and on what basts It will jud^ whether or not It has achieved what it set out to 
do. The VETS plans that we reviewed prior to the hearing did not clearly or 
concisely communicate (his information. Since that time, VETS has been 
revising Its strate^c plan and we have seen improvements. Including clearer 
writing. 


2. Question: Inli^toftestlmonysuggestingthaciheplansGAOevaluatedwere 
the work of DOL and 0MB with input from VETS, rather Chan plans produced 
by VETS with the approval of DOL and 0MB, how much does GAO's criticism 
Eq>ply to VETS, and how fair is it? 

Is the truth thu VETS needs the authority to do some sort of internal working 
papers that amount to their own plans? 

Answer Our critiques of the plans are of the plans themselves rather than 
critiques of who completed them. As we mentioned in our statement, VETS' 
plans are aligned with Labor's depaitmentwide plan^ more specifically, 
VETS's strategic and performance goals are related to the Department’s three 
overarching strategic goals, which are (1) A Prepared Woikforcc: Enhance 
opportunities for America's woridorce, A Secure Workforce: Promote the 

economic security of workers and families, and (3) QualiQr Workplaces: Foster 
quality workplaces that are safe, healthy, and fiur. These broad goals reflect 
the Department's wide-ranging roles and re^x>nsibUitlea, including those 
performed by VETS and Labor’s othCT component agencies. While VETS' 
plans are alibied with the Department’s three strategic goals, the goals are 
broad enough to provide ample flexibility to VETS to further define and clarify 



105 


Us own mMon and goib in its own plans. AUhou^ not required by the 
Results Act, Labor's component a^endes, such ss VETS, have prepared 
strategic and peifbnnance plans at the cHrecBon of the Seoeiaiy ^ Labor. 
Both OHB and GAO have developed guldattce for agendes to use In 
developing their plans. OMB'sguidance, among other things, explains the 
Remits Act’s tequlreinents, lays out tiineiiites for when plans are required to 
be conqrieied. a^ defines and dailfles spedai terms used in the Results Act 
GAO, in its sqiport to the Congress and the agendas, has provided a laige 
number of documents, indudlng evaluation criteria, useful loigendes In 
developing Mrateglc and performance plans, b reviewing VETS’ plans, we 
applied the same ctUerla used to review Libor's departmentwtde platts and 
th^ of other federal agsttdes. Because we are not aware of anything bat 
prohibits VETS ofllcials from completing any btemal woiidng papers on their 
own, we do not brileve VEIS needs any additional or apedal authoriv to do 
so. 


3. Qusstlon: I am struck by your condusioo that VETS' plans ‘do not suggest 
with any degree of confidence thit VETS omdab have a coherent end b 
miitd.’ AieVErSo(BdabslmplyieUlngusbowiheywtlldoihelr>>bbetter. 
without examining whether the Job Uretf needs chan^ng? 

Agab. b thb because DOL rather than VETS b writing the plans? 

Answer It b unclear (tom our anslysb of VETS' plans what direction be 
agency b headed or how it plana to gM there. Thebans provide be agency an 
opportunity b dbeusa not only how H plana on doing the bln^ It cutrently 
does better but also an oppoitunily to dbcuas wbeber be sgeticy would like 
to do anything dUforenity ban It cuirentty does. As written, the plans do not 
provide enough Information b bb regard. By devdopbg and preasniing a 
dear mbsloa, vWmi, and leUied soaieglc and peTfotmattce guab. agencies 
can use the (latneworit of be Resulb Act to engage b a thoughtful analysb of 
what stialegba agendas sbouM pursue loactdevebelrgosb. Sudian 
analybs could Indude bob changing and bqxovlng current processes and 
programs, or davdopbg completely new approaches. And.whUebe 
departmentwlde stiaiegk goab developed 1^ Labor serve to guide be 
Bcdvitiei of all ib component ageftdes, be goab are broad eraMigh to allow 
VETS flexiblUiy b callortng ib own mission and goab. 

4. Question: How Important are acouabineaaurefnenb as an indicator of VETS' 
eflUctl ww b carrying out veterans employment prograwa? 

Answer Accuiatety measuring proffam perfotmaiKe b critical to ensuring 
program eOUcltveneas and acctniuablUty. 

5. Questloa Who diould pay for accurate measuremmts? Would it be useful to 
■aril GAO to make such a study? 

Answer As 1 mentioned earlier, I bbk It b Incumbent on any agency bat 
receives almost tZOO mllUonloallocabbosersaourceaba waysobat they 
can obbb the dab bey need to describe what bey have accomplbbed, that 
b, to deacribe what bey have done and what has resulted from their actlvliies. 
b addition, without knowing how successful current ainte^es are b pursuing 
program objectives an agmey cannot be sure that it b effectively or effidentiy 
meeting be needs of ibdienb Under the Resulb Act, agendas are given the 
oi^rtuniv to decide for themselves how best to measure bdr own 
performance, b their strategic and performance plans, agencies also have the 
opportunity to discuss what beir p^ormance measuremdit challenges are 
and explab theit rationale for be choices they make. 
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71m Hononbte Tcny Evcrot, Clninnia 
Subcofiuninee on Ovcnigb md InvnttgatMa 
Commiiuc on V wu ' Aitan 
US. House of Represcntidva 
33} Camoii House ORice BuUiifig 
Wtshiiiglan.DC20SI} 

Deer Chemnai Evorcsi. 

I received yo«e IcOer eoctosurg ■ lisl of quesboat ftom Coagiesewocnio Cothoe Brown ts 
■ roltowiiplodMheariiigsc«>iluciedoaMy24. 1999 I am hippy to leovide loy teeponset to 
diose quesdotis ■ bus Time 


QucsooBs submitted fv the record by 
Con peu womM Cotrine Brown 

Beouse you ae one of ibe lending expens, v nosed by ChiitiniB Evereo. on veierais 
cmploynMiii progtsm. pictse eeewer ell <bllo«-up quesbceit from you own per sp ec ti ve. When 
you comments would difler from the teccms nm ili ti ont of the Tnositiae Comsniseion. pleete 
spell out the dHfoencet. 

I. The Ttmsilion Cotntniaico w« tiiked to look ■ progtims md scivicxs for newly 
tnnstDontiig vcKrinn However, the sente pnigin i i i serve ciber vciersstt se wril. The 
Commusion winied to ehinge eUgibiMy for scivicce to VieoianMn va trs c u aid ve teran with e 
lessa degree of diabilitiee, aid give tbesn to vesensis who left the service within the pest 4 yeas. 

Could you expUa why e young veleiai who vent four yeas u I ridaieduiKiBi in New Jersey 
icni«irsd e ia’’uigofesnpi^'tDcMsesvicssdtene>(lyea-old forma Maine who cane home 
from Vietnan without n diesbiliiy. aid ha suffered corpoea e downsumg widi 2 children in 
college? 

Rapoac: The Traisition Coenmissioo did not recommend sny c hsnges to eligibUily for disibled 
vaaais. The ComraiseNo's teeonmendaion included ell disabled veaesait u be e^bte fa 
priorily of employmeol services fbr their lifctinie. Thcougboiil tny whole caea widi the Disabled 
Amaicai VeKiais, I advocaed iba ell dieehlrd veterans should be eligible for dl emptoyinem 
services aid prograns based on die &cl tha day sec disabled I did ool dan. nor do I now, 
behave tha s kesa disabled vcraai should receive lessa cmploymcsn trlsriiil beoefHs that e 
more severely Aslbled vetaai. I lave icgusdsicc 1974 diadi dissbiedvsistaii. nos juB ibose 
who ire raed 30K or mote should be eligible fa aflimiaive acoon coverage widi federal 
coomenrs I have sJso c aisinrnil y agusd tba lessa disabled vewan who could diow they hsd 
• sevae employmem handicap should be ehgibie foe vocaicfid lehabilitaion services dnough ibe 
VA. 

WHfa cegad toyowexanple ofibe foriiia Maine, d is possible dia he coold be served on e 
prioriTy basis as an individiid wub ■ "baria to esnployiiicnC (see r espon s e to question 3 below). 

The ComsmssHn's only wosid change ebgihslity Ibe "peioeily of service" ba 

wotdd Doi chaige digibilliy for vetcsais so receive services ihroc^ the employmem service 
sysSem. All vAetais ire eqoiUy eligible for lU csnployinaii savices. The qnesDoo b wbkh 
veterans dwuld receive ptMiiiy services from VETh funded saAi«.,OVOPs aid LVEXs. 

I would like lopoim out tha DepaUnau of Labor's Vb lb. vescrais service orgsnieaioos 

(VSO) and coagreasianil soffbeve gi^qi le d widi die defnntion of "priority of service" for maty 
yeas. It b my personal behef dia "ptioiily of service" cxiscs in nane oiriy in maiy loc^ offices. 
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VETS Ota Aeyiet 


tfbioNtbwaefctetyaa^.lt nienneidAMifAAeCe^t^^yy. IMa 
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: CemeAj. VEISAeetAAtynynAdeAiMenef^eBitA^ieyAeBreiA 
id bt iv A , TbeAAiead^efbAiiniAArAiAntrlM. VETS 
• AdWaiinAtaAMWei. lemt A tyloTtar ie oMy ^ A 
em'ycien^ofnniee'. AnteiMAaeAyleyeriiAcMe 
■opTdhnofbenern^AeAyBetcnneAAeAAeetieyAtineieeArenHABee. A 
oAir ttA, ^anAn A enylAtBr ia'l t neeae Ar nA^ iff e 
Kbkaiiadnaiafnin. 



I# — lifTifAr ViintTirrrAi fhr 'Tn tim i-beiyel i A Al^ 

'biniMt A onyleyAan’, A oeeH lA Ae Seceaey'i Adneay CeenniMa a VoMt 
eeA>eyeAMMdTitny(ACVET)Ayi»»-»AiiiAi y ti. ACVETnetymdorVSO 
teyeneMnit ad oAer etiA A enyleyiti ad oAm AetAiiM eto M ml ^tSed A 
odAtAieiet TheAenerMnAeteqaAia I caMdyaeiA^bmt^nnaA 
tyioyAAr. 
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1 believe tbe imeai of dw Caominioa me e give laiude to Ifce Coagieu or ibe AAmnimoao 
to develop guUtdiae* nd t defmitiOB. Seine exutlee I believe Aoold be inchided Be: hcmdett 
veaerene; veier»a wbo lack cenein skOb and educaboa a> coiii|>eK with their non-vacia 
couBterpon; vemBiwhohavekiaiorse bdaigcrofloaig their job bccatie chmgmg 
actaDOloc baa left tan btaid. Bid loneane who baa been iBabte n obtain ai^loyincist is a 
ceitaiji nine ftane (peihqta abotit half way through their nnot^loyiDCBl cotsgtcfieBiae dtgibiLity). 
Thia ia by no Tnesa all iachtaive. 

Havtag a ''bBrier to employment" iboaU not Gary aay itTfirfl iti^u oor ibotild il be 
aomed u ng that tieeda to be diadoaad to the eanploya. In refining luch vetanna to an employer, 
the einplayer need only know bat the indivital ia quatified and haa bea l e faTed fiocn the 
enytoymoK Bvice. Ifa employer laaeathaem^c^neaiiervioefthiiia eaepataaeiaaueta 
ncada teaolved) diey need only Imow tb^ an iratiim a gudifted veterm Race, age and ret an 
chBactaiiabca that Be aelf evident. Ahhougb lawi exial proaeci in g agaanal dUcriminaiion oa ibeae 
baaea. diaoiminaban anil etdab. I would not Mankeily inchide age, race or aex aa a "baniar to 
etnployiBeBi". 

4. Thore is a good deal of tupport foa legialatioo t uw rp u a ad ngioaneteeo anman da tio tBoftbe 
Ttanstion Ccamnissioa . However. I do not eee Coagraaa going at f* aa the Coincnissioa did 
wMi regard to OVOPi and LVERa. We might want veay wdl to ehanga tar Job deacdpnoiia to 
fit a new viaioai. bat I caaiol anagbe cuBiiig VETS field peisoiaid by t a ai nuanu . t^etaally widi 
curtmt fliDding paying for about Ihree-fbunht aa mmy aa ae cafled for by aatete. 

How do you aec the propo a ad new poatboas? 

Wheae did you gal the miinbera. by our die Vietnam vcaarma? 

Raapoaaci I am adaid dial if we atay die cumait course. "VETS fleld p anoane l * will be cm by 
u iiw tpm la over die neil fbw ymrv Even widi die cuneaa budget aurita I don't aee ay deaba to 
provide till] fiioding or even increnaed fimdiag in die fomeenUe future. IfthcnuagrennaathB 
the preaeni system isi'l serving veaerens well dta Ihe guaabon inuii be laked - WHY? 

WiM oKcobve doei e sate have to lerve ' rwrai well if tar giani check is in the mnil eveiy 
year legaUeM of dieit parfbatnaKe? Ha Co mniiiti on't recoaniaedsbon make ii e coopebbve 
proceaa in which the aiiae cai c om pe aa . 

1 aee the po siti oau is defined in ihe Cctnaniieion's report They were devdoped bee e d on tbe 
Coaianission's percepboo of tbe services veasraos need 

An onployinaai fbaldaior would work with the T i Msibon Asbimee Piogtan aichiag job 
March ikitb to scrviocnienibenet they aepMe. They would also woik with employers firough a 
local makebng efibet 

A case manager would work widi Ibe veaerat once SBpaaiad ftom active didypiovidiiig job 
devriopanaiu end rcfaml lervicee. A fbU descsipbaa of die Cemmi is iocn defiaaben can be ftamd 
a page 38 aid 59 of die fiiQ Cemmiaaiao lepoit 

Thank you fix allowing me to provide raeponses lo these ogestiens. Should adthbonal 
quesbons arise, pleeae do not heeitae to comaa me. 
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THE AMERICAN LEGION RESPONSE 
To 

Quesuoru subaiined for the lecoid by 
Congresswonao Conine Brown 


1. There wca nol enough lime for adequate aitfwers to this gueslion, so I will ask tl 
again: fVhai is vow nsioa for VETS? 

The Am^can Legion vinon for the Veterans Employment and Training Service is very 
simple. We wish to tee the agency folly fondcd. folly staffed, and able to fulfill the 
fonclions outlined for it in Ctufters 41, 42. and 43 of Title 38, USC. This will mean use 
of some of the budget surplus to increase annoprialioas for the LVER and DVOF 
program to at least S220 million so as to assign the proper number of LVER anf DVOP 
staff to each of the states. It will mean inoeasing the funds available under Section 168 
of the Workforce Invealmail Act to at least S30 million. And, it will mean increasing the 
money available for training at the National Veterans Training Instimte to at least SIO 
million in order to train the additiona] staff 

In addition, the agency must leam how to 'foiaikel'' vetoans to eanptoyera. In too many 
cases, einployersolTeringgoodcateer positions do not know ofthe virtues arid skills 
which veterans bring to a job. Veterans will have a leg up" in the employment field if 
companies offering careers come to know of the benefits which come from hiring 
veterans. Private employment eon^Mtiies '^U" their services to business. VETS must 
be proactive and aggressive in employer development. When an employer has an 
opening and wants qualified ^licants, VETS should be the fiiac, not last, resource they 
turn to for candidates. This reputation must be earned, just like in the private sector. 

2. What do you think qf the Tkansilion Comniurion 's recommendations to cut the 
numbers of field personnel by a quarter? 

This is not a good idea. The time when LVER and DVOP staff are most needed to 
provide intensive services to those veterans who are the hardest to place, a lime 
consuming effort for all staff, is surely not the time to recommend cuts to that staff This 
is related to the business cycle. When times are good and the unemployment rale is low, 
LVERs and DVOPs will have an easier lime placing qualified veterans in jobs, thereby 
leaving limeavailableiodoiniensivecaae w^ on those veteraru who are hard to place 
or are not job ready. It also provides an eicellenr opportunity for employer development. 
That means getting out from bdiind the deak and the office to "sell" their product and 
services to employeis and hiring personnel. 

In bad economic tunes, all veterans need help. In addition, to cut staff at a time when a 
major marketing elfotl is needed to help employers understand the benefits of hiring 
veterans, makes no sense whatsoever. 

3. What do you think qf the Commission 's recommendations to change the job 
descriptions far DVOPs and LVEEs? 

It is easy to rename the positions, but (hat doesn't solve the problems of the agency, 
which has lost ll%ofitsbudget in real toms over the past decade. Unless proper 
funding is provided, the pe^Ie now called LVERs and DVOPs cannot keep up with the 
workload ofhard to place veterans. That being the case, it doesn't matter what one calls 
them. 

The American Legion would qrpreciate panicipatmg in an oversight bearing to focus on 
the Job description of LVERs and DVO^. However, I think you will be surprised as to 
bow much oftheirdubes and responsibilities are not being accompUshed because of 
limited funding and current woiUoads. 
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4. fyitaldoyoulliM^lluComminlon'arteommeKiitioiaiodrop Vietnam-tm 
vtterana from digibtlUy? 

There nuy be some merit to dropping ‘Vietnam cn veterans" from eligibility based on 
the perception that not many of them are still in the wotfcibice. However, H absolutely 
should not be done until adequate data is collected which shows unequivocally that 
"Vietnam era veterans" are no longer in need of the services provided by Che LVER and 
DVOP staff in the field. 

The American Legim advocates a statute to recognize all veterans who served during 
periods of armed conflict as eligible for services. Conllict-en veterans would cover 
those veterans who answered the Nalion’a call to arms. 
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SlflWMARYi 

WA believes tb*l VETS bu a ai>ic*l cole nbelpogvetenuinDiilioa from the mitituy 
to die civilian job force TBeVETSprogtatnabobatarols in he^n^ disabled veterans be a pan 
oftbeecooooy. WA cannot support keeping DOL VETS ^cniug the way it does tod^. In 
order to be cBiMtive, VETS needs to be folly Savt**! by Congress. CuireDlly. VETS is a syoem 
that is broken, it cauiot support veterans of any era in their search for eo^loyiDeot . 

ReiiiveoCing VETS is oM a huge task However, a baods-off ipproacb toward the 
individual states' DOLs is not the answer but the probtent. Monetary incentives ai^ sanctions 
based on job performance must be pan of any systesn that wiD allow DVOPs and LVERs to do 
theiriobs. Tesehi^ and giviag new sssessmrw loots to the DVOPs and LVERs, as wril u 
fyetemasiimg tbeir means of approaching tod^’ marketplace, are parts of the sohitioo to belpiog 
all veterans obtain in ffitrnittgi*^t empfoyineot. 


There mss net tnorngh lime fee odefuete enswers te this gnession. se / witf esk U 
ogaiH: Wha! it vear iiitioii for VETSf The vision far VETS is to be an effiative nanuree for 
veterans SO they may acquire knowle^ of the current marketplace and its requireoieats and gain 
neaningfol em^oymeni VETS naist be a leadiog-edge resource with a dear mistion for US 
employers so they may draw on disabled veterans tod other veteran employees for available, high* 
quality jobs. 

QUESTION IS 2. 

WhQtdoyoH Ikiitk of Ike rmnsiltoii C oneaeg ii e nt ’s reromwendetiaiu So cn/the 
nuinbera ef fieU penomnel (p a gnarterf Tbit quesdon cannot be answered until VETS it 
reformed to meet its foil potential. Cuttiog field pertoatid is not an answer 

QUESTION M. 

Whaidoyoa iluak of the Ciuiwidsstooi 's rteommeaia6ota to etnnge the job 
deseiiptioia/orDyOPtaiiJLyEJbT Cha^mg job descriptions for DVOPs R LVERs is not an 
answer. InUgbt of this in^ortam question and in Ugbi^thii highly oitica] report by the 
Tramitioo Coounistioii. VVA betievts it u im per ati ve that tbere be a defined end cogent plan for 
tbe future of VETS. Slasfaittg end burtm^ will only give veKrans foe perception that the 
govemment is against ibeoi 


Ifhat do yoer Ihini of the Commaioin’i rteommeaJatioiu to irop Vielaam-eta 
vetenm from efrgiiifi^T The Congress foouM not drop VictninHcn veterans from eligilHtily 
for job requirement ss recommended by tbe Cocmnissioii, rather we strong urge Congress to 
edd Psnstna, Giensda, Desert Stonn, Soinifia end other Wir Time w Combei Theiter Veterans. 

CALVIN P(»OSS 
Chsirmsn 

Emi^oyiDeot, Traising. end Business Opponuiiities 
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